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ABSTRACT

The study was aimed at finding out the views of teachers and female managers
on the performance of female managers in top management positions in selected
basic and high schools of Mumbwa and Kabwe Districts of the Central Province.
The sample consisted of eight High Schools, six Basic schools of Kabwe urban
district and six Basic Schools of Mumbwa rural district. All the schools sampled

were co-educational and managed by females.

The sample had a total of twenty female managers who were purposively
selected and one hundred and twenty male and female teachers who were
selected using simple random sampling procedures. Two officers from the
Ministry of Education Headquarters were also picked using the simple random

method. Quantitative and qualitative techniques were used in collecting data.

Data from the questionnaires were computer analyzed using the Statistical
Package for Social Sciences (SPSS) to generate tables of frequencies,
percentages and graphs. Qualitative information from interviews were manually
organised and coded in common themes. The themes were categorized and
grouped together using the constant comparative analysis technique. Some of
the following variables relevant to management performance were studied and

examined:

vil



Facilitating the confirmation and promotion of teachers, provision of
teaching/learning materials, Continuing Professional Development help given to
teachers, delegation of work to subordinates transparency in the use of finances

and Frequency of staff meetings

The overall analysis showed that the performance of fémale managers in running
schools was good. They facilitated the confirmation and promotion of teachers
through recommendations to the Teaching Service Commission through the
Hierarchy. All the teachers were confirmed in their positions and some were
promoted to the position of deputy heads or senior teachers. In the monitoring
and evaluation aspect, female managers checked teachers’ preparation books
occasionally. Three quarters of managers were transparent in the use of school
finances and used financial committees chaired by Deputy Heads. The
orientation programmes for new members were delegated to their subordinates.
In relation to examinations, children performed well in final examinations in
schools managed by female managers

The managers held staff meetings and briefings where they communicated the
administrative programmes. The general view of the female school managers

was that they performed well in their management duties.
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ACRONYMS

FGD Focus Group Discussions.

GEMS  Gender, English, Mathematics and Science school based Workshops.
HIM Heads In Service Management Meetings.

PTA Parents, Teachers Association.
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CHAPTER ONE

INTRODUCTION
1.0 Overview

This dissertation focuses on issues relating to the performance of women in top
management positions. Chapter one is an overview of issues related to the
background of the problem, statement of the problem, the aim of the study and
operational definition of terms. Chapter two focuses on related literature on
management, functions of a manager, leadership styles and the performance of
pupils during examinations. Chapter three looks at the methodology of the
research. Chapter four deals with the presentation of the findings in relation to
the views of respondents on management functions of the manager such as
promotions/confirmations of teachers, Continuing Professional Development help
given to teachers, delegation of work, decision-making and transparent use of
school finances. Chapter five discusses the findings of the study and finally

chapter six concludes the study and provides the recommendations.

1.1 Background to the problem

Good quality education brings many personal, social, economical and
educational benefits to any individual. Ministry of education (1996) states that
every individual in Zambia has a right to education. Hence it is a matter of
fairness and justice that access to, and participation and benefit in the education

system be available to all. Horn (1994) points out that education at any level of

development plays an important role, that is, supporting the vulnerable




especially women to get involved in decision-making and enabling them to hold

influential positions in organisations such as schools.

However, Snelson (1974) states that generally in the 1950s, women and girls in
most African countries including Zambia faced severe restrictions and had little
access, if any, to institutions of learning. Women were thought to be fit for
marriage and child bearing. Heward and Bunwaree (1999) spelt out the fact that
women in the early 1970s were invisible in the education circles. They were
regarded as wives and mothers as well as child bearers. When missionaries
came to Zambia in the early 1880s, they promoted education to all citizens.
Therefore, they opened schools for both boys and girls and encouraged parents
to send their children to schools. Kelly (1999) states that by 1915 to 1925 girls’
boarding schools were established in Zambia at Mabumbu, Mbereshi and
Chipembi. However, Snelson (1974) points out that many parents did not send
their daughters to school because they were not convinced of the values or
relevance of education to their children. The girls also often saw little point in
going to school. They preferred staying at home helping their mothers and
preparing for marriage (Snelson 1974). The other problem was that parents and
grandparents genuinely feared that education would spoil their daughters’
chancés in marriage. They feared that their daughters might no longer be willing

to accept women'’s traditional place in society.



Horn (1994) points out that cultural beliefs based on patriarchy belief prevented
many young women and girls from achieving higher levels of education and from
accessing appropriate employment and assuming administrative positions in the

Sub-Saharan region including Zambia.

Despite all those obstacles, the missionaries insisted on éirls’ education, and not
withstanding the effort, very few parents allowed their daughters and young
women to go to school. More males went to school than the females (Snelson
1974). The few young women and girls who were educated eventually became
class teachers/mistresses of Home Economics (home craft), while others trained

as nurses and worked in clinics.

When parents saw that education could lead to useful and remunerative
avenues for their daughters, they became interested in sending their daughters
to schools (Heward and Burnwaree 1999). Kelly (1999) stafes that the number of
young women and girls in schools increased and the completion rate among
females increased as well. Meanwhile, men continued to administer the schools
because women were still not regarded as people who could lead and assume

higher responsibilities such as managing schools

In the 1980s, the Gender and Development (GAD) gained momentum and
identified the differences between men and women in education, production work

and access to resources. The number of men who were educated was more than



that of women in the sub-Saharan Africa including Zambia. Men had more
resources than women. If women were seen to have surplus resources, they
were suspected to be prostitutes (Horn 1994). Heward and Bunwaree (1999)
point out that the problem made the United Nations Development Program
(UNDP), one of the United Nations (UN) organs, commit itself to addressing the
growing inequalities between the marginalized groups like women and the
unmarginalised in all its member states including Zambia. Education was
identified as one of the major instruments for empowering women and girls.
Education was viewed as the only aspect that would ensure women’s
participation in decision making that affected their lives and enabled them build
their strengths and assets (Heward and Bunwaree 1999).This thought to
empower women and girls through the attainment of basic education in all
African countries including Zambia made United Nations organs encourageé girls’

education.

This problem of inequality in securing leadership positions between females and
males caused many people, particularly women across the globe to criticize the
scenario as suppressive. The cry of women was heard, and that prompted the
United Nations (UN) organisation to try hard in broadening the context of debate
about gender in education and development in African countries (Horn 1994).
The gap in education that existed between females and males had to be closed.
Heward and Bunwaree (1999) point out that the international and regional

gatherings of the 1990s were pre-occupied with closing the gender gaps in



schools’ enrolment in regions where birth- rates were high, particularly in the
Sub-Sahara African region including Zambia. The decade opened with an
international Conference whose theme was “Education for All" in Jomtien in
1990. The Conference was organised by the United Nations Educational
Scientific and Cultural Organisation (UNESCO). All member countries including
Zambia attended. The outcome of the conference was that every person, child,
youth and adult would be able to benefit from educational opportunities designed
to meet their basic learning needs regardless of their sex. This had to be fulfilled
by 2015 (Kelly, 1999). This was among the Millennium Development Goals.
Heward and Bunwaree (1999) point out that the conference noted that two thirds
of the children that were not in school in Africa (including Zambia) were girls. The
issue was discussed at length and the importance of increasing access to

education for girls was strongly supported.

Further, in 1994 another United Nations (UN) conference was held in Cairo. The
meeting was on the reduction of the population explosion in Sub-Saharan region
including Zambia. The issues raised were on birth control. The major resolution
supported by many countries was that all countries should encourage girls’
education. It was assumed that if girls were to spend more time in school, they

would delay in marrying and starting families,(Heward and Bunwaree 1999).

As a follow up, another United Nations (U.N) Women'’s Conference was held in

Beijing in 1995. The focus of that meeting was on the continuing disadvantage of



women’s access to health and education. The mid decade review of “Education
for All”’ was noted and again the resolution was that women should be accorded
equal opportunity to education and health services. Kelly (1999) points out that
the most urgent priority was to ensure access to improved quality of education for
girls and women and to remove every obstacle that hampered their active
participation. It could be assumed that when women are educated and rightly

qualified they can be appointed as managers.

These international and regional conferences on gender created awareness in
Zambia and other African countries on the need for girls and young women to
have a sound education that would enable them to assume leadership positions.
King (1993) observed that widening access of girls’ education was a major issue
in most developing countries in the previous three decades. This reflected a
broad recognition that education was essential to economic and social
development to any person and that education improved health and productivity
so that the poorest and the vulnerable could gain the most. King (1993) contends
that when schools open their doors wider to women and girls there could be
development, but failure to invest adequately in the education of women reduces
the potential benefits of development. For that reason, in the year 2000, the
Zambian government initiated some reforms in its education system that aimed
at achieving the millennium development goals of reducing dropout rates among
the females in schools, increasing access to education and facilitating gender

equity. In order to achieve these, the following policies were put in place:



e Free education from Grade 1 to Grade 7

¢ Re-entry policy — this was to allow pregnant girls go back to school after
maternity leave.

e Lower cut-off points to higher grades and higher institutions of learning for
females.

e Introduction of bursary schemes to enable the vulnerable women and girls
continue their education. |

e Upgrading all primary schools to run from Grade 1 to Grade 9. This was

to enable all Zambian children including girls to complete nine years of

schooling. The Ministry of Education (1996) states that the nine years of

being in school would allow pupils to grow two years older before they would

have to fend for themselves in the world of work, if they did not continue with

full- time education and training. Pop news (2003) point out that education

and determination are the stepping stones for women to be appointed in

management positions and decision making levels.

From 2000 to 2007, most women and girls had the opportunity to attain any
level of educational standard and some were appointed as managers (Pope
News, journal 2003). In 2004, the issue of gender and management of
educational organizations in Zambia took a centre stage because of the
increase in promotions among the female employees. Horn (1993) points out
that promotion increased with the level of education attained as well as years

of experience in employment. Women progressively assumed managerial



positions in educational institutions and this stimulated researchers to try to
find out whether their performance in these positions is satisfactory or not.
This is because until 2000 most positions in the Ministry of Education (M.O.E)
were held by men. Bennett (1997) states that the identification of Women's
subordination as a problem led to a variety of efforts to correct the imbalance
through research. The aim was to integrate women, into the development
process so that they would have increased benefits. Heward and Bunwaree
(1999) point out that the resources benefits were usually enjoyed mostly by
those who were best placed in high positions. The realization of this vision of
development meant empowering the women by giving them managerial
positions. That was the reason why the Zambian government realized that
anyone could be a manager despite his/ her sex. To that effect, women were
appointed to management positions. Since women were late entries into
management positions, the questions were, were they performing their
Managerial functions perfectly and as per expectation? Were they getting
things done? This study therefore was aimed at determining the female
managers’ performance in managerial positions. It is assumed that when
women are educated and rightly qualified then they can be appointed as

managers of different schools.

1.2 What then is ‘management?’
All female Education managers should be pre-occupied with the desire to

manage their schools under their charge successfully in maintaining high



achievement levels in such areas as student discipline, school examinations

and other management functions (Mwanza 2004).

Different authors have defined the term management in different ways:
Muchelemba (2001) points out that management involve designing and
carrying out plans, getting things done and working effectively with people.
Ozga (1993) quoted by Muchelemba (2001) notes that a manager needs to
plan, co-ordinate, organize and control things in order to achieve the
organizational goals. While Adams (1984) points out that management is
concerned with mission, inspiration and direction. Mwanza (2004) states that
management involves the identification, acquisition, allocation, co-ordination
and use of the social material and cultural resources necessary to establish
the condition of the responsibility of teaching and learning. Preedy (1993: 32)
observes that an administrator is effective if administrative objectives and
gdals are achieved. This was in line with what Missirian (1982: 23) pointed
out that effective performance is the extent to which the manager achieves
the outlined programmes in her position in the organization. In schools,
effective performance by school managers is measured in terms of the input,

output, and the general conduct of ancillary staff, teachers and pupils.

In school, female head-teachers (managers) who perform their duties to the
expectations of the Ministry of Education and Society as a whole, strive to
achieve educational goals. The development of the spiritual, moral and

physical well being of pupils and their final examination results are the goals



and are a measure of the manager's performance (Ministry of Education
1996). Parents who are the key stakeholders of the education process look

forward to the good performance of their children in schools.

Singleton (1993) points out that anyone who follows the management
functions of planning; organizing, supervising and controlling could achieve
the organizational goals. Good management is not a system imposed from
without but is based on an understanding of the organizations’ aims,
objectives and goals. The government of the Republic of Zambia believes
that anyone who is rightly qualified could head an organization because
schools are there to mould people and turn them into useful productive
citizens (Ministry of Education 1996). What the Zambian government has
been doing is in line with Singleton’s ideas and now women are given
rhanagement positions in many organizations as well as schools.

Hereunder are management functions fully explained:

1.3 Management functions of School Managers

The Ministry of Education standards Manual (2004) stipulates the following
functions for school managers. Planning, organizing, monitoring and
evaluation, facilitating teachers’ confirmation and promotions, delegation of
school responsibilities, transparent use of school finances, provision of
teaching and learning aids. These functions/duties are listed in the checklist

of Standards Officers.
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The full interpretation of these functions is not provided in the checklist. However,
the general interpretation by practitioners in education has been taken to mean
the following:

Planning: Planning is generally interpreted to mean a purposeful preparation

of work in advance to avoid repetitions, frustrations, disappointments and

confusions.

Organising: Organising is generally interpreted to mean that managers should
be able to bring together human, material and financial resources that should
assist in the running of the organizations such as schools in order to achieve the
intended goals. Female managers should make sure that human resources are
avai|éble to do certain functions. They should organize materials so that
subordinates could work effectively and they should source financial resources to

purchase certain materials and pay workers.

Monitoring and evaluation: Monitoring and evaluation is generally interpreted
to mean that managers should monitor and evaluate teachers’ work to find out if
the goals of their organizations are being achieved. This would help in deciding

what could be done for improvement.

11



Facilitating confirmation and promotion of teachers: This means  that
management should see to it that members of staff are confirmed in their
appointments and recommend them for promotions.  Workers who are
recognized by their superiors are motivated and committed to their work. Staff
development in terms of promotions was a requirement for effective performance
and leads to goal achievement. The Ministry of Education (1996) points out that
the officer can be confirmed in appointment as long as he/she has finished
her/his probation period successfully. Promotions usually are considered when a
vacant position has been created through death, retirement or resignation of an
officer or when an officer has been transferred to another station in the same

capacity or on promotion, (vertical or horizontal mobility).

Delegating School Responsibilities:  This means that managers can not do
everything on their own. 1t is necessary to delegate certain responsibilities to
othér teachers. Msango and Bauleni (2004) point out that one way of creating
more time to yourself is to ask some of your staff members to perform some of
your duties on your behalf. Delegation of duty improves performance and

stimulates the morale of workers.

The figure below shows the outcome of good performance in management

functions.

12



Manager’s performance

|

Intervening variable

Teacher performance

'

Student achievement
In their final
examinations

Adopted from Pitner (1988) PP 105 — 108 in Muchelemba 2001 PP 14.

1.4 Statement of the problem

Not long ago, women in Zambia and the world over never held positions of high
authority as they were regarded as weak and incompetent. Most challenging
tasks of leading organizations were carried out by men. This caused many
people, particularly women, across the globe to criticize the scenario as

suppressive.

As more people started putting up a spirited fight to ensure equal opportunities

for both men and women, things began to change for the better. By 2004, women

13



were beginning to be recognized as indispensable to development and were

being given top management positions in many organizations such as schools.

The question then was, were they performing effectively in their management
positions? Were they getting things done in these positipns to ensure quality
performance of teachers and pupils in schools? This research was therefore
trying to find out the performance of women in decision-making positions in two
districts of the Central Province because there had been no study in Zambia so
far that tried to single out the performance of women in top management
positions in Basic and High schools. Most studies done had tried to compare
women and men in their approaches to management effectiveness which
affected the achievement of organizational goals. The problem that this study
was concerned with was to try to understand the performance of women in top
management positions in relation to the laid down standards of the Ministry of

Education in the two districts of Central Province of Zambia.

1.5 The Aim of the Study
The aim of this study was to investigate the performance of women in top
management positions in Zambia’s Basic and High schools of the Central

Province in Mumbwa and Kabwe districts.

1.6 Objectives of the study

The study had the following objectives:-

14



(i)

(iii)

To assess the performance of women in administrative positions in
achieving their administrative goals.

To determine women’s capability in the process of harnessing
resources such as: human, financial and material to ensure that
organizational goals and objectives were achieved.

To find out the views of relevant stakeholders on the performance of
women in top management positions in carrying out administrative

functions.

1.7 Research questions

The study addressed the following questions. Did women in top administrative

positions effectively manage the administrative programs in schools in order to

facilitate the delivery of quality education? To answer this question, the study

addressed the following sub — questions:

(i)

(iif)

Were women managers capable of harnessing human, materials and
financial resources to ensure that the organizational goals were
achieved?

What were the views of relevant stakeholders such as teachers and
the Ministry officials in relation to the performance of women in
schools?

Did female managers utilize administrative functions (duties) to

achieve their intended goals?

15



1.8 Purpose of the study
The purpose of the study was to find out the performance of women in top
management positions in selected basic and high schools of the Central Province

in Mumbwa and Kabwe Urban Districts.

1.9 Significance of the study

The study might inform the Ministry of Education (MOE) on the performance of
women in top management positions. This might assist the policy makers to
make informed decisions as they appointed people to manage schools. The
study was also important because it might make women realize their potential

and contribute positively to any management position.

1.10 Delimitation of the Study
The study would have been extended to all the female Head Teachers in Zambia
but was only limited to the female managers in Central Province, Mumbwa and

Kabwe Districts schools due to time and inadequate funds.

1.11 Limitation
Since the study was conducted in Central Province on an urban and rural setting,
the results cannot be generalized to other parts of the country. Another limitation

was that the performance in administrative positions might differ depending on

16



the availability of resources and educational background of an individual head.
Sex difference does not affect an individual person’s performance.

1.12 Operational Definitions of the Terms

The terms used in the study had the following meanings:

Community: Parents, teachers and other people living in the school catchment
area.

Management: The ability of a leader to plan coordinate, organize and control in
order to achieve organizational goals.

Manage: To control, coordinate both human and material resources.
Performance: The manner in which someone carried out his/ her duties to
achieve the desired goals.

Effective: How the manager used the administrative functions to achieve the

goals.

17



CHAPTER TWO
LITERATURE REVIEW

2.0 Introduction

From 2000 to 2007, the issues of quality and standards in education started to
be of concern to all those involved in the provision of education. The
management of schools by female managers attracted the attention of policy
makers, politicians, researchers and educationists. This has been partly due to
the important role managers of schools play in education. This literature review
is limited to management, management styles, theories of management and

functions or duties of the female managers.

2.1 Management

Most studies carried out on educational management have tried to measure
management by studying leadership styles of both female and male managers.
The notion of gender as an important variable in early studies was not raised
because it was assumed that all managers were men. Muchelemba (2001)
argued that the belief at that time was that effective management was
determined or shaped by the leadership styles of the manager. Preedy (1993)
pointed out that assessing school management effectiveness in terms of pupil
outcome is seen to be important for parents, pupils as well as teachers. The

parents used their children’s results as a measure of management effectiveness.
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This was irrespective of whether the manager was female or male. The studies
of Muchelemba (2001) and Preedy (1993) focused on school management
effectiveness at junior and senior secondary school levels of both female and

male managers in Zambia.

This study focused on the effective performance of female managers in Zambian
Basic and High Schools. The difference was that Basic Schools covered

Grades 1 to 9, which therefore included Primary and Junior Secondary while
Senior Secondary School covered Grades 10-12, which was equivalent to the

High School level.

Singleton (1989) conducted a study in London on gender in educational
management. Her findings were that if management was to be effective, it
required a balance of feminine and masculine skills. She focused on six female
deputy heads and two male deputy heads. The deputy heads were studied in

relation to power, role and leadership styles.

On leadership style, Singleton (1989) discovered that female deputy heads had
softer techniques in personal relationships and had greater understanding and
sympathy for the needs of others. Female deputy heads in Singleton’s study
stated that they had greater problems dealing with older members of staff who
had a more traditional view of women. This traditional view of women was also

found to be a factor in the perception of female head teachers in comparative
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studies. Muchelemba (2001) quoting Singleton (1989) further observed that
negative attitudes towards the role of females in management came from old
women rather than old men. Old men who had a strong relationship with female
Deputy Head teachers appeared to resent any attempt to focus on the fact that
they were women. The young members of staff held less rigidly the gender

factor.

However, a few young members expressed that given a choice; they would
prefer a man to head a school because they felt that men had more power.
According to Muchelemba (2001) staff members’ age affected the relationship
between the staff and female deputy head teachers. There was a general view

that females could make effective school managers.

In relation to power, the study did not recognize or acknowledge that the female
deputy head teachers had any real power and so they were bypassed. Most of
the members of staff looked at female deputy head teachers as over paid
administrators with no real management role or power (Muchelemba 2001).
Muchelemba (2001) quoting Cooper (1989) pointed out that females were seen
as better managers who were capable of performing the dual role of running a
home and managing a school while the males were only managers of schools.
The overall finding of Singleton’s study was that there was no difference between
the capacity of female and male deputy head teachers in exercising power. The

difference was in the approach they adopted to exercise power. The female
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deputy heads were more democratic in exercising power while the male were

authoritarian.

Singleton’s study is almost similar to this study except that Singleton compared
the performance of female and male deputy head teachers while this study
focuses on the performance of female head teachers as measured against the
required education management standards. Furthermore, on methodological
approach, Singleton (1989) used the semi-structured interviews and focus-group
discussions while this study used questionnaires in addition to semi-structured

interviews and focus group discussions.

Another difference was that Singleton’s study was conducted in Britain where the
context was different from the African vis - a - vis Zambian situation while this
study was conducted in Zambia. Similar to Singleton, Muchelemba (2001)
adopted a female-male comparative approach to measuring the performance of
female and male head teachers. Further, Muchelemba’s study was carried out in
Lusaka a Cosmo politan city while this study was carried out in a small town of

Kabwe and a rural district of Mumbwa. Hence the results may not be the same.

Delyon and Migniuolo (1989) carried out a research in the United State of
America on Women’s Management style: They found that schools with women
in senior positions produced higher grades in Science and Mathematics subjects.

They further argued that it was women’s approach to management of being
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democratic that made them succeed. This study differed from the Delyon and
Migniuolo study in two areas: First, the Delyon and Migniuolo Study were similar
to Singletons study because it was carried out in an industrialized nation.
Second, the Delyon and Migniuolo Study focused only on the different approach
women used in educational management. By different approach here was meant
the ability by female heads to involve others in leadership. According to these
researchers, people became motivated to work if they were involved in the
running of an organization. This study assessed female managers’ performance
in some of the administrative functions. It was trying to contribute to the
understanding of the performance of female managers from two perspectives;
first, the understanding of female managers’ performance as measured against
the required standards as opposed to measuring female head teachers against
their male colleagues. Second, the understanding of the performance of female

managers in non-industrialized rural context and small towns.

2.2 Management styles

The management style the manager uses in any organisation affects the
performance of individual workers. Ozga (1993) found out that most women
practiced the democratic management style. He stressed that women were
concerned with the opportunity to be responsible for carrying out leadership tasks
so that they too could develop. This motivated the subordinates. Although this
was a small study, the female respondents in the Ozga’s study consistently

described a management style that built on what they considered feminine
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qualities. Two main themes that underpinned this management style were:
firstly, the belief that woman had access to more varied and softer techniques in

personal relationships.

Secondly, women had greater understanding and sympathy for the need of
others. Ozga’s study is similar to Singleton(1989) and Muchelemba’s studies in
that he compared the performance of males and females in management. His
findings are similar to the findings of Singleton’s in that he also found that women
worked well in a comparative, participative and people centered environment.
Therefore women tended to adopt a democratic management style and
encouraged such an environment. Women had a tendency to strive for
perfection and they had the ability to delegate in order to encourage ownership,

responsibility and professional development.

Eagly and Johnson's (1995) conducted a research on management styles for
men and women in leadership positions. A total of 370 managers were studied.
These were divided into 289 managers in natural organizational settings, 56
managers in assessment situation and 25 managers in laboratory situation (a
place where managers were given tests to determine their performance in their

managerial functions).

Eagly and Johnson's (1995) overall findings were that female managers had a

tendency of adopting a democratic and participative style of management while
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men adopted a more autocratic role of management. The results from the
laboratory and assessment situations revealed that female managers were not

task oriented, but were found to be good at building relationships.

Studies conducted in their natural organizational settings showed that there were
no differences in the management styles of males and females. Women and men
spent less time on deskwork. The study by Eagly and Johnson focused on
female and male management in organizations in general. This study differs
from the Eagly and Johnson's study in the sense that the Eagly and Johnson’s
study focused on managers in organizations generally while this study focused
on managers in both Basic and High schools. Further the Eagly and Johnson'’s
study adopted the female-male comparative approach while this study adopted

the female versus educational standards approach.

Bennett (1997) reviewed a similar phenomenon to that of Eagly and Johnson.
The findings were that females were more democratic in the way they managed
their subordinates and participated in decision making. Cole (1996) revealed a

similar finding, which involved others in running organizations.

The findings of Bennet (1997) and Eagly and Johnson (1995) are similar to the
findings of Gray (1987), which concluded that very few women practised the
authoritarian type of management. Women in Gray’s study argued that power as

perceived power was essential for a person to have credibility in a management
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role. However, all scholars do not share the view that women used democratic
and participative management style. Mwanza (2004) quoting Chandarasekeran
(1994) argued that some female managers used the authoritarian management
style to the extreme. Female managers dictated every thing to their subordinates
and did not listen to advice and complaints from their workers. Further, female
managers were found to report for work any time they felt like and left without

informing anyone.

Another study was conducted in Kenya by Appleton (1993) and was quoted in
Kelly (1994) and also in Muchelemba (2001) on gender in educational
management. The findings in the sampled schools were that the gender of the
head was significantly related to school performance. Performance in nine
schools headed by females was better than the forty-one schools headed by

malé head teachers.

Chandarasekaran (1994) states that some female managers exhibit the laissez-
faire management style. In this type, the subordinates are usually set free to do
things the way they feel like. There is no control and workers only realize their
personal objectives rather than organizational objectives. In Zambia, Mfune and
Mwansa (1993) conducted a research on women in supervision positions. The
results showed that women were less capable in most supervisory positions in

industries than men. On the whole, studies reviewed in this study indicated that
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women were effective managers and that they used democratic, participative and

consultative management styles.

In terms of methodology, most of the studies on gender in management reviewed
in this study used the quantitative approach. All studies compared the
management styles of men with those of women. This study used both the
quantitative and qualitative research methodology in order to come up with full

understanding of the performance of women in management.

2.3 Management theories.

There are four main management theories that managers follow, namely, the
style theory, the contingency theory, the path goal theory and the total quality
management theory. Mwanza (2004) said that the style theory is the situation
where the manager combines a task orientation approach and a relationship
approach and applies them both or one of the two depending on the situation.
Chandarasekaran (1994) points out that the manager who practices this style is
likely to combine all the three management styles of democratic, autocratic and

laissez-faire.

The contingency theory is based on the assumption that the management style
of any manager is dependent on the situation and circumstances. Cole (1982)
argues that the contingency theory holds that there is no single management

style whether favourable or unfavourable that could influence the leader to exhibit
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or exercise either the democratic, autocratic or laissez-faire type of management.
Marshall (1993) points out that women who are successful in school
management embrace a wide range of cultures and practices. These range from
relatively autocratic style to relatively democratic and laisser-faire management
styles. In addition, what characterizes successful management is not one
particular style or method, but a consistent commitment to a few very important
principles of planning, organizing, directing, supervising and controlling.
Managers need to assess the situation that prevails at work places and choose

the appropriate management theory.

The third management theory is that of the path-goal theory. According to this
theory, the performance of subordinates is affected by the extent to which one
leader satisfies their expectations. Kreither (1998) agreed to the idea of this
theokry when he held that subordinates saw the management behaviour of a
manager as a motivating factor and they worked hard in order to achieve the
organizational goals. Managers gave necessary direction, guidance, training and
support to their subordinates. When the workers were provided with these
ingredients they became motivated and committed themselves to work
(Greenberg and Baron 1997). As part of the assessment of the effective
performance of female managers in Zambia, this study explored the use of
management theories advocated by other researchers.

The fourth management theory is called the Total Quality Management. In Total

Quality Management the customer or client is in the centre of the activity of the
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organization. Muchelemba (2001) conducted a research on management
effectiveness of female and male head teachers. She found that modern
theories of management especially the total quality management favor the
leadership style attributed to women. This, according to Muchelemba, involves
the application of the democratic principle of leadership, which puts the customer
at the centre. The customer at the centre in the school is the learner. The theory
the manager uses that puts the learner at the centre becomes useful in running
educational institutions. The managers should have sympathy, empathy and

ready to listen from others in order to motivate the workers.

2.4.0 Women’s Performance of Managerial functions/ duties:

Everyone can be nurtured, encouraged and be made to develop his/her
management skills.  Msango and Bauleni (2004) argued that knowing
manégement functions alone is not good enough for managers. There is need to
possess skills in oral communication, decision- making and conflict resolution in
order to be effective in management. Both men and women should be given an
opportunity to manage organizations. Everyone should feel secure to hold any
position in any organization as long as he/she performs according to the

expected standards by fulfilling the management functions.
The management functions/ duties to be fulfilled by any manager in any

organization are as follows; facilitating confirmation/promotion of workers,

provision of school resources, motivation of workers. Others are: delegation,

28



promoting Continuing Professional Development, transparent use of school

funds, monitoring and evaluation of work and holding staff meetings.

Msango and Bauleni (2004) used a diagram to illustrate the types of functions
and skills that are necessary for effective management. The diagram is

presented in the figure below:

Management function, planning, Management skills teaching skills,
organizing, directing and controlling interpersonal skills and decision
making skill.

Position high performance work
environment

Adopted from Msango and Bauleni (2004)
Management training module 4.

In the same vein Preedy (1993) argued that without experimentation and
innovation in the use of management functions and skills by women, they will not
advance. Similarly, Adams (1984) also states that without a safe environment for
trial and error, women will revert to their well known ways of being led all the time
by men, fulfilling the belief that men are heads and women are followers. Only
when women feel comfortable and safe in trying to work hard in any given

responsibility will they be able to demonstrate their capacity in administration.

29



2.4.1 Confirmation and Promotions:

Confirmation and promotion of subordinates in their appointments is a measure
for effective performance of a manager. Literature has revealed that good
performance in school management was realized only when teachers were
confirmed in their appointments and promoted. Preedy (1993) found that in
terms of development it becomes useful only when teachers are being appointed,
confirmed and promoted to perform different functions in schools. Blackmore
and Kenway (1993) state that female managers do not hesitate in making
recommendation for promotions and confirmation of junior officers. Female
managers regarded every officer as the right person to assist in achieving
organizational goals. However, literature in Zambia reveals that bureaucratic
procedures retard confirmation and promotions. According the Ministry of
Education (1996:125) the appointment, confirmation, promotions, retirements
and disciplining of teachers is characterized by bureaucratized procedures that
discourage the exercise of initiative and contribute to low morale among
teachers. The Teaching Service Commission which performs these functions is
centrally located and has the mammoth task of serving the needs of a large

number of teachers and other educational staff.

This study therefore was conducted to find out whether female managers
recommended their workers for both confirmation/promotion in spite of the
bureaucratic procedures the government followed to confirm and promote its

workers. The study was premised on Blackmore and Kenway’s (1993) views that

30



women did not hesitate in making recommendations for both promotion and

confirmation of workers.

2.4.2 Provision of School Resources and Motivation of Teachers

The managers of any learning institution should ensure that the required learning
and teaching materials for use in schools are available. This would create an
environment where pupils’ learning in classroom will take place (Muchelemba
2001). Literature reveals that female managers perform the function of providing
and motivating their subordinates by providing the necessary materials to them.
The study carried out by Preedy (1993) pointed out that in some departments
money had been spent by female head teachers to make sure that a large
amount of good quality equipment was available, so that pupils and teachers
would never be short of the materials to undertake the experiments. In addition,
Kochar (2003) pointed out that effective performance of female managers can be
measured by how much they are providing the required resources to enable the

workers achieve the required goals in organizations.

On motivation, the literature available indicated that in schools, where the
working environment motivated the teachers and materials were provided, high
morale for teaching was exhibited among workers. Silver (1985) contends that
motivation is the process of guiding the human effort in achieving the desired
results. The manager must constantly check on her team and her own

performance to see that it is corresponding with laid down procedures. Good
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and effective performance in administration should always be linked to
achievement of organizational goals, this can only be done when teachers are

motivated and adequate materials are provided.

Since the government of the Republic of Zambia had been providing the sub —
sector grants to schools through the Ministry of Education, the interest in the
study was to establish the extent to which female managers utilized the sub-
sector grants with regards to the buying of teaching and learning materials for

their teachers and pupils in schools in order to motivate them.

2.4.3 Continuing Professional Development:

Literature on Continuing Professional Development revealed that in order to
encourage workers, Continuing Professional Development should be supported.
For the Ministry of Education in Zambia, Continuing Professional Development is
a vital element of Teacher Education. The Ministry of Education (1996) states

that:

Teacher Education is a continuing process that must be extended through
out the individuals’ years of actual teaching. The foundation laid in the pre-
service programme may be sound and adequate as a start, but is not
sufficient for life. As with other professionals, teachers have a responsibility
to themselves and to their profession, to deepen their knowledge, extend
their professional skills and keep themselves up-to-date on major
departments affecting their profession. A vital education is not static, but
dynamic, promoting change, in response to the needs and expectations of
society in such areas as subject content, pedagogical approaches, pastoral
care of pupils, assessment procedures school organization and
management and relationship with parents and the community.

In order for teachers to develop in the above mentioned techniques, there was
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need to equip them with adequate knowledge and to support their Continuing
Professional Development (C P D ). Mbamba (1994) argued that efficient and
effective teachers can be developed and sustained through in- service and pre-
Service training that is aimed at equipping them with relevant knowledge,

skills and techniques.

2.4.4 Delegation and decision-making:

Literature reveals that effective management involves delegation of duties,
decision making and fostering collaboration. Pitner (1981) in Muchelemba (2001)
reports that in Thailand the Principals, both males and females, who headed
schools that were improving all the time promoted shared decision making,
delegated duties within the school and fostered collaboration among teachers.
The research conducted by Reynold (1997) on school effectiveness and
improvement in the United Kingdom, suggested that sharing of leadership
positions and involvement of subordinates in decision-making, management and
planning led to achievements of intended goals of the organization. Women in
management were seen to share some of their responsibilities with their
subordinates. The Muchelemba (2001) study confirmed Reynold’s findings that
schools were clearly more effective when the staff built consensus on the goals
and values and teachers put into practice through constant and collaborative
ways of working. This research was aimed at testing Reynods’ findings that
women in management shared responsibilities with their subordinates and
involved them in decision-making. This would show that women managers were

effective managers.
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2.4.5 Transparent use of Public Funds:

Transparent use of public funds is another measure of the performance of a
manager. Managers who do not use public funds in a transparent manner are
seen as failing in their duties. Muchelemba (2001) found that many managers
did not delegate responsibilities concerning the use of public funds to other
teachers. She noted that the principle of delegation is that the delegator remains
responsible for the outcome of delegated duties to subordinates. If the school
finances are not properly used problems of accountability become inevitable.
This, according, to Muchelemba (2001), explains the reasons why the head

teachers did not delegate duties concerning schools finances.

Further, Muchelemba (2001) argued that female head teachers involved others in
the use of all school funds in schools. The school managers formed financial
committees which guided them on procedures of spending public funds. Kreitter
(1998) conducted a research on women and management. Kreitter concluded
that in schools where principals were transparent in the use of school finances,
female managers followed standard procedures and government financial
regulations. Female managers held frequent meetings with the staff whenever
the school money was to be spent and financial reports with no irregularities
were given to stakeholders.  Similarly the Ministry of Education (1996)
encourages the setting up school committees including the financial committee to

look at the generation and expenditure of school finances. The study aimed at
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assessing the extent to which female managers were transparent in the use of

public funds through following standard procedures and financial regulations.

2.4.6 Monitoring and Evaluation

Monitoring and Evaluation is another function a manager. can be assessed on.
Literature reveals that managers should be watching periodically the progress of
any activity in the school in order to identify the strengths as well as the
weaknesses if any so that timely corrective measures are taken. Evaluation and
monitoring are important tools for effective management. Mwanza (2004) argued
that while the task of the administration varied from site to site, it was the School
Manager who was responsible for the success or failure or lack of operation at a
school. Mbulwe and Tembo (2004) pointed out that monitoring and evaluation
was also used to discover why certain things happened and what should be
doné. This enabled managers to account for their actions to their subordinates
and stakeholders. The government through the Ministry of Education need to
know through constant evaluation whether the goals were being achieved or not.
Mbulwe and Tembo (2004) contend that the question of monitoring and
evaluating school effectiveness, quality and efficiency is the responsibility of all
those who are concerned with education and nor just standard officers or
inspectors of schools then. The truth is that three standard officers in each
district cannot effectively evaluate activities of all schools scattered all over the
district. Given the increase in the number of schools, there is need for the school

manager to play an active role in evaluating schools and the performance of their
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subordinates. The researcher did not find any research/study that had been
conducted specifically on the monitoring and evaluation system used by female
managers in Zambia. The researcher, however, included the variable on the
monitoring and evaluation of duties as an important indicator of a manager’s

effectiveness.

2.4.7 Staff Meetings.

Literature that revealed the importance of staff meetings as an indicator of a
manager’s effectiveness was sought. Mwanza (2004) conducted a research on
effective head teachers’ management practices and their influence on teachers’
performance in selected High Schools of Lusaka. She found out that effective
Head teachers communicated with their teachers on various school activities
through meetings. Mwanza (2004) quoting Longwe (1997) states that information
on khow various activities will be carried out and coordinated is of vital
importance, what's and whereas of every activity are very crucial for the proper
running of the school. Unless everybody in the school knows where to go, what
to do, why do it, how to do and what is expected of him/her, there will be total

confusion in the school.

This simply implies that meetings are inevitable in schools. Workers in every
organization should be kept aware of what is going on and why they should
become responsible and act responsibly. In addition, this study tried to prove

Mwanza’s assertion that effective head teachers communicated school
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programmes through meetings. Galton and William (1994) conducted a research
to find out about the behaviors of high performing educational managers in
Florida, United States of America. They found that high performing principals
applied inter-personal, interactive and face to face communication skills to all
subordinates through meetings. This study was based on an important factor in
enhancing and improving teachers’ performance in schools as the researcher

aimed at assessing the extent to which female managers organised meetings.

2.4.8 Orientation Programmes for new Members of Staff

Orientation is another important variable to measure the effective performance of
female managers in administrative duties. Pitner (1981) conducted a study in
London on the effective leadership of women superintendents in schools.
According to this study, the female school superintendents organised induction
coursés for new members of staff to orient them on what happened in their
schools. The orientation programmes were carried out by the female managers
themselves. After the orientation programme, the new members would feel
secure, confident and welcome in the school. Muchelemba (2001) argued that
democratic leadership entails carrying along both old and new people in running
an organization. Pitner (1981) argued that if all members in an organization

knew what to do at the right time then organizational goals would be achieved.

Bennelt (1997) conducted a research and made similar findings about women in

school management in the United States of America. The findings were
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recorded in Lashway (2003) and they discovered that women managers on
average were judged more effective and satisfying to work as well as more likely
to generate extra effort for their people because they were practical and flexible
in orienting their new staff. This study tried to determine whether Zambian female
managers conducted orientation programmes for their new members of staff in

schools.

2.4.9 Pupils’ Performance during final examinations:

Management becomes very important in goal achievement. Pupils’ results
during final examinations are another measure of effective performance of any
manager in a school. Muchelemba’s (2001) findings were that in a school the
main measures of management effectiveness was the outstanding pupil
performance that teachers, pupils and indeed parents looked forward to. But
there was no indication in her study that schools that had female head teachers
produced better results than those with male head teachers. The study indicated
that it was possible to have schools either performing well or performing badly
irrespective of the sex of the head teacher. The task of the head was not linked
to the performance of pupils as a measure of effective performance of female
managers. The study at hand tried to determine whether pupils performed well in

female headed schools.

Literature has revealed that good performance in management positions is only

realized when the managers apply all the management styles of being
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democratic, autocratic and laissez-faire in order to achieve organizational goals.
The female School Managers should apply the necessary management theories
in order to be effective in performing their management functions. In schools,
decisions that are collectively made are likely to achieve goals. Delegating work
to teachers makes them feel part of their schools. Communication fosters team
work. If pupils’ performance was to improve in school, there is need to have
enough teaching and learning materials. The head teacher should be skilful
enough to marshal all the above to perform well in schools. In order to effectively
measure all that, this study used the qualitative and quantitative approach that
allowed the in-depth understanding of the problem. The study gathered
information from the perspective of the managers, directors and teachers to learn
directly from them. The researcher used questionnaires, interview schedules,

observations and document analysis to gather information.

Good performance in management should always be related to achievement of
organizational goals. All stake-holders should have knowledge of the standards
laid by the government and monitored by the standards officers. The female
managers should ensure that they perform all their functions in order to create an
environment where pupils’ learning in the class room takes place. Muchelemba
(2001) quoting Savendra and Hawthan (1994) points out that a school head
teacher becomes effective in management if he/she could achieve the purpose of

the school.
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There were many other studies conducted on school management effectiveness
but little or nothing has been researched on the performance of women in the top
management positions in Zambian schools in relation to some of the demands of
the Ministry of Education such as: facilitating confirmation and promotion of their
teachers, provision of teaching/learning materials, orientation programmes to
new members of staff, involving others in the use of public funds, communication
through staff meetings, decision-making and delegation of functions to
subordinates and other functions related to government expectations and

monitored by standards officers.
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CHAPTER THREE

METHODOLOGY
3.0 Overview
This chapter discusses the methods used in the study. The following are
described: the research design, the population, sample size and sampling
procedures, research instruments, validity of the instruments, data collection
techniques, data analysis and data interpretation. Furthermore, problems

encountered during data collection are also discussed.

3.1 Research Design

There is a usual assumption that gender studies are set up to be comparative
studies that investigate the prevalence of a phenomenon between men and
women. This study was not set out to compare women'’s performance against
men"s performance; rather it was aimed at determining women'’s performance in
relation to the Ministry of Education set standards. The male versus female
studies are good for establishing the gap between men and women but fall short
of addressing the ideal. That means that men could be better than women but

still fail to meet the set standards.

The study adopted the quantitative approach where figures, tables and graphs
were used and the qualitative approach which is a descriptive word, which gives
an accurate account of characteristics of phenomena, situations, community or

persons. In addition, the design was not to compare men and women in top
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management positions, but to measure women against the Ministry of Education

administrative standards.

3.2 Population

The population of this research consisted of school managers, teachers and
directors from the Ministry Headquarters. These were adults whose age ranges
were between 21- 55 years. They were all Ministry of Education employees in the

Central Province and the Ministry Headquarters in Lusaka.

3.3 Sample size and sampling procedures

The data of this study were collected from twenty (20) government schools, both
Basic and High schools in Mumbwa and Kabwe districts of the Central Province.
Six‘(6) Basic schools were randomly selected from Mumbwa district and six (6)
from Kabwe urban district respectively. Eight (8) High schools were selected
using the convenience sampling technique. All the twenty (20) schools selected

were co-education day schools.

The subjects involved were twenty (20) managers, one (1) from each sampled
school. One hundred and twenty (120) teachers from both High and Basic
schools were selected using the same simple random sampling method. Six (6),
that is three (3) male and three (3) female respondents were selected from each
of the twenty schools. Two Directors from the Ministry of Education Headquarters

in charge of Standards and Administration were also selected. The simple
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random sampling method was preferred because it gives chance to all the

respondents to take part in the study.

The Non probability sampling procedure was used to select school managers
and directors. At the time of study the teachers and heads had served at the
same school for the period of not less than five years. The teachers who had
served for such a long period at the same school may understand both the
internal and external environment better and may have experienced the
leadership of their managers and know it very well. The managers and directors

were also men and women of vast experience.

3.4 Instruments and Methods used to collect data
The following instruments and methods were used to collect data.
| e Analysis of documents, records and previous examinations results for
Grades 9 and 12
e Semi structured interviews with Managers and Directors from the
Ministry Headquarters.
e Focus group discussion with six teachers from each of the sampled
schools
e Structured questionnaires for Managers and six teachers from each of
the schools

¢ Observation checklists
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3.5 Procedures for Data Collection

Before the data collection exercise began, permission was sought from the
Ministry of Education to visit schools. This was done through the Provincial
Education Officer of the Central Province. The researcher visited the school
managers to make arrangements to distribute the questionnaires and to conduct

interviews.

The structured questionnaire for school managers comprised sixteen (16)
questions. The questions were based on personal profile, grade of the school,
administrative duties performed, management styles used, teachers’ promotions,

confirmation, commitment to work, morale and the motivation of teachers.

Turning to the structured questionnaires for teachers, nineteen (19) questions
weré contained therein. The questions were based on; personal profiles,
Managers’ Performance, Management Practices and Styles used by school
managers, monitoring and evaluation used, provision of teaching and learning

materials and the transparent use of school finances.

Each manager and each sampled teacher was given the questionnaires to
answer secretly. The Semi- Structured Interview Schedules for school managers
and directors consisted of a list of nine guiding questions while those for teachers
had ten (10) guiding questions. For each school manager and director, the

interviews were conducted in their offices whereas the Focus Group Discussions
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(FGD) for teachers were held in staff rooms; for these were more convenient in
the school. The researcher wrote down responses to the questions as the
interviewee spoke. An observation checklist comprised a vyardstick of the
appearance of the school infrastructure and school surrounding, punctuality and

general behavior of children, in schools.

The Document analysis involved reviewing of important documents such as :
attendance registers for pupils, Examinations Council of Zambia (ECZ),grade 9
and 12 mark schedules, Annual Examination analysis chart, teachers’

preparation books, and pupils marked books.

3.6 Validity and Reliability of Instruments

Gall et al (1996) argue that validity is the extent to which an instrument measures
what it is supposed to measure. Reliability is the extent to which the instruments
produced the same results on different people. The instruments used in the
research were valid and reliable in that they measured what they were supposed
to measure and they produced the same results from different respondents.

Both qualitative and quantitative data were collected.

3.7 The Administration of Questionnaires to Managers and Teachers
One set of questionnaires was administered systematically to one hundred and
twenty (120) randomly selected teachers; the other set of questionnaires was

administered to twenty (20) Head teachers. In this connection, instructions were
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given to respondents on how to complete the questionnaires. For example, the
respondents were asked to fill in the questionnaires and the next day the
researcher went to collect the filled in questionnaires. Respondents were
requested not to reveal their identities on the questionnaires in order to ensure

anonymity and confidentiality.

3.8 Interviews with Teachers, Managers and Directors

At each school, the managers were interviewed using the in-depth semi-
structured interviews in their offices while focus group discussions were
conducted on teachers who had answered the questionnaires in rooms that were
deemed suitable and all the responses were recorded. The Directors from the

Ministry Headquarters were interviewed in their offices.

3.9 Cbservation Checklist

The researcher did physical observations of the school infrastructure, school
cleanliness, and school activities. The researcher observed the appearance of
the school surroundings, management practices done by managers, teachers’
commitments and dedication to work. The observations were done each day the

researcher visited the school. To avoid forgetting, field notes were taken.

3.10 Documentary Analysis

The researcher did documentary analysis in order to collect more information

about female managers in schools. This involved reviewing relevant documents
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such as; registers, examination marking schedules from the Examination Council
of Zambia, teachers’ preparation books and pupils’ marked exercise books.

Parent Teachers’ Association and staff minute books.

3.11 Problems Encountered During Data Collection -

The researcher encountered numerous problems while collecting data. Some
teachers refused to fill in questionnaires and others who had been sampled
refused to be interviewed. Some managers claimed to have been too busy to
complete the questionnaires in time. At schools where teachers were
understaffed, staff was extremely busy and took long to answer the
questionnaires. Meetings in some schools were also some of the hindering
factors for teachers and managers from answering questionnaires in good time

and to be interviewed.

3.12 Data Analysis

The data collected through questionnaires were quantitatively analyzed using the
computer software Statistical Package for Social Sciences (SPSS) to generate
tables of frequencies and percentages. Graphs to represent statistical
information were also used. Interview data were analyzed qualitatively by coding,
and emerging themes were grouped into categories using the constant
comparative analysis technique. The themes and categories of the initial data
were examined side by side with those of subsequent interviews. After this, the

categories were grouped to generate the most significant categories and themes.
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Black and Achola (1988) define a theme as a, “statement of meaning that runs
through all or most of the pertinent data or one in the minority that carries heavy
emotional or factual impact.” Data from focused group interviews (discussions)

were also categorized according to themes.

The researcher organized the observed data according to the questions on the
checklist and only used them as they applied to the study. In this study, the
triangulation technique was also used to analyze the data. This allowed the
researcher to test one source of data against another. This improved on the
quality of data and accuracy of the findings. The data collected through
documentary analysis were compared with data from observations,
questionnaires and interviews. This made the researcher test each datum and

generate the accuracy of the findings.

3.13 Data interpretation

Drawing a conclusion from statements, views and noted answers from
respondents made data interpretation. Mwanza (2004) points out that
interpretation refers to the analysis of generalizations and results. Interpretation
makes the study become clear to the readers. The conclusions in this study were
used to interpret data according to what teachers, managers, directors and the
researcher through observation viewed the performance of female
administrators. Interpretation of quantitative data included the use of tables,

percentages and graphs. The general views from respondents that were derived
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from semi-structured interviews were interpreted by considering the most
significant categories and themes. Those were responses that represented the

most recurring theme which were most wanted.
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CHAPTER FOUR

FINDINGS OF THE STUDY
4.0 Introduction

This chapter presents the results of the study. The results are presented the way
they were collected from questionnaires, interviews, document analysis and
observations. The general objective of the study was to 1;ind out the performance
of women in top management positions. The specific objectives were to: assess
the performance of women in administrative goals, determine women'’s capability
in the process of harnessing resources such as human, financial and materials to
ensure that organizational goals and objectives were achieved and to find out the
views of relevant stake holders on the performance of women in top
management positions in carrying out administrative functions. In this study, the
teachers were asked to evaluate the performance of their female manages in

various functions/duties.

The general findings showed that the managers seemed to have excelled highly
in a number of areas. The areas they had excelled in were confirmation of
teachers, delegation of work, monitoring and evaluation of work through their
subordinates, provision of both teaching and learning resources, Continuing
Professional Development help given to teachers which were done locally and
motivation of subordinates. Other duties were: orientation programmes for new
members of staff and involving others in the use of public funds, frequency of
staff meetings held in schools, motivating teachers, appearance of schools,

absenteeism of pupils and performance of children in their final examinations.
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4.1 General Findings on Female Managers’ Performance
Teachers were asked to agree or disagree on whether female managers

performed their managerial duties effectively. The responses to this question are

provided in figure 1.

Figure 1: Teachers’ views on the performance of
Females in Administrative Duties
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The female managers were also asked to evaluate themselves on their

Performance in managerial duties/functions. Their responses are provided in

figure 2.
Figure 2: Female managers’ own views regarding their performance
in Administrative Duties .

Motivation
Prog. New Staff
Moni/Evaluation

Duties e s

Sch. Funds (I D|sagreed1

| mAgred

Delegation

CiP.D

Provision of Materials
Confirmations

Promotion

0 20 40 60 80 100 120
Percentages of respondents

52



4.2 Promotion and Confirmation of Teachers

The teachers were asked whether they had been confirmed in appointments
and whether there were some who had been promoted.

The study revealed that all the 120 teachers had been confirmed in appointment
by the Teaching Service Commission of Zambia and only 6 or 5% of them had
been promoted. The study further revealed that teachers felt that school
Managers had facilitated teachers’ confirmations and promotions in question
through recommending them to the Teaching Service Commission. During one
of the focus group discussions, teachers indicated that one of the managers’
Performances was the number of teachers he/she had facilitated to get

confirmed in appointment and promoted to take up higher posts.

Similarly, female managers were asked to indicate the number of teachers they
had facilitated to get promoted and confirmed. The results revealed a total of
120 teachers had been confirmed in appointment and out of that only 6 teachers
had been promoted to take up higher positions. The managers felt that the
promotions and confirmations were some of the important duties they had to do.
One manager, for example, pointed out that “in the last five years, | have had two
(2) teachers promoted, one was promoted to the post of deputy head and the
other to the post of the Senior Teacher, the deputy head was later transferred to

another school and the senior teacher remained at the same school.”

#
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4.3 Provision of Teaching and Learning materials
Resource materials are very important for both teachers and learners. Teaching

and learning is made easier when textbooks are available.

The teachers were asked whether female managers provided the necessary
teaching and learning materials. The managers were commended highly for the
provision of teaching and learning materials. A total of 90 teachers out of 120
indicated that their managers provided them with the teaching and learning
materials at the right time. One teacher from a Basic School stated that the
availability of teaching and learning materials in his school was a result of the
efforts made by the School Manager. Further enquiry revealed that managers
used the sub-sector grants to purchase the required teaching and learning aids in

schools.

However, a quarter of the teachers argued that their schools did not have the
necessary teaching and learning materials and even expressed ignorance over
the use of the sub-sector grants. During one of the Focus Group Discussions,
the teachers said the following: “We don't have enough teaching and learning
materials at our schools. We do not know how the sub-sector grants are used at

our school. In subjects like Civics and History, teachers struggle to teach

because they have no books”.

However, all the 20 or 100% of the managers in the study indicated that the
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provision of teaching and learning materials was one of their major functions.
The managers pointed out that they used the sub-sector grants to purchase the
required teaching and learning materials. Further enquiry revealed that
managers in high schools used the user fees to purchase teaching and learning

materials for their schools.

4.4 Facilitating Continuing Professional Development:

The primary purpose of Continuing Professional Development is to enhance
efficiency in teaching. The teachers were asked about what their managers did in
order to help them in Continuing Professional Development. Three quarters of
the teachers indicated that their managers supported them in attending the
following Professional Development programmes:

GEMS MEETINGS: GEMS referred to Gender, English, Mathematics and
Sciénce school based workshop. These meetings were held every Wednesday
to help serving teachers who were teaching Mathematics and Science.

SPRINT MEETING: SPRINT referred to School Programmes for In-service for
the Term. In these meetings teachers discussed issues pertaining to their
profession and how to handle difficult subjects.

HIM MEETINGS: HIM stands for Heads In-service Management meetings. In
these meetings the Head and teachers plan insert programmes for the school
SMASTE MEETINGS: SMASTE refers to Strengthening of Mathematics,

Science and Technology Education. In these meetings the teachers who teach
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Science, Mathematics and Technology are re oriented on the information and
methodology on how to approach these subjects.

SMARC MEETINGS: SMARC refers to Subject Meetings At Resource Centre.
These meetings are held at the resource centres where teachers who teach
different subjects are called to discuss problems in their subject areas and find

ways to solve them. They also prepare teaching and learning materials.

However, 30 out of 120 teachers indicated that their managers did not assist
them with finances and materials to facilitate their Continuing Professional
Development programmes and workshops. Further, all the 120 or 100%
teachers indicated that their managers did not give them financial and material

help to attend further studies at higher institutions of learning.

Follbwing inquiry, it was revealed that all the 20 or 100% of the managers
supported their teachers in their Continuing Professional Development
programmes. When asked why they supported the Continuing Professional
Development Programmes, the answer was that the programmes were for the
development of teachers to enhance their knowledge and understanding so that

they could discharge their duties well.
4.5 Delegation of duties

The importance of delegation of duties is that; it trains others and gives the

manager breathing space. The teachers were asked whether the female
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managers delegated duties to their subordinates. 100 out of 120 respondents or
83% of the respondents in most schools said that heir managers delegated
duties to their subordinates especially the Deputy Heads, Heads of Department
(H O Ds) and other senior teachers. However, 20 out 120 teachers or 17% of

the teachers felt that their managers did not delegate responsibilities to anyone.

When managers were asked whether they delegated duties to their subordinates,
18 or 90% out of 20 managers stated that they delegated their responsibilities to
their subordinates. Asked what sort of tasks they delegated to other teachers,
they indicated that all duties were delegate except the sensitive duties such as
that of handling finances which could not be delegated. However, 2 out 20
managers or 10% of the managers indicated that they found it difficult to delegate
responsibilities for fear of being questioned and charged by their superiors if

there was mismanagement of any duty by the subordinates.

4.6 Involvement of Teachers in the use of School Finances

The use of finances in any organization is a critical task. Quite a number of
organisations have collapsed by misuse of organisational finances. The views of
teachers were sought to find out if female managers handled finances in a

transparent way.

The study revealed that 80 out of 120 teachers or 67% of the teachers indicated

that female managers involved their subordinates in handling school finances

57



especially when they had school functions such as workshops and seminars.
Similarly, all the managers revealed that they involved their subordinates in
handling school finances through financial committees that were set up in

schools.

However, 40 out of 120 teachers or 33% of the teachers expressed ignorance of
the use of school finances. They further said that the members in the finance
committees did not furnish them with information on the use of school finances.
The study further revealed that the teachers in the school finance committees
were the only ones involved in making budgets and knew how the school
finances were used. They further explained that at the school level, the people
who were signatories to school accounts were the heads, deputy heads and two
members of the accounts committee. Further enquiry at the Ministry
Headquarters, revealed that the directors had no problems with school finances

in schools headed by female managers.

4.7 Monitoring and Evaluation System used in schools

The importance of monitoring is to supervise teachers in order to know how they
were doing things to remedy the situation where there were problems. Teachers
and managers were asked to describe the monitoring and evaluation system

used in schools. The study revealed that 100 out of 120 or 83% of the teachers

were not happy with the evaluation systems used in schools. The system was

58



such that only deputy heads and heads of departments checked the teachers’

work.
For example, some teachers in the Focus Group Discussion said,

We have never seen the managers coming to check on what we are
doing in classes. We always see either Deputy Heads or Heads of
Departments checking the work.

This indicated that most of the female managers had no time to monitor their
teachers’ work directly. However, about 20 out of 120 respondents or 17% of
the respondents indicated that their managers directly monitored their

teachers’ work fortnightly.

When managers were asked about the monitoring and evaluation system used,
three quarters revealed that they delegated the duty to their subordinates. But a
quarter indicated that they monitored all the school activities on their own to

make sure that the work was going on.

4.8 Orientation programmes for new members

New members in any organisation cannot know what is going on in places of
work unless they were told and oriented into the system. Teachers were asked
the type of programmes managers had for new members. The study found out
that the majority of the respondents 80 out of 120 or 67% teachers indicated that

the managers had articulated programmes for new members of staff. Similarly,
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18 or 90% out of 20 managers revealed that they had programmes laid down for

new members of staff posted to their schools.

However, 40 out of 120 or 33% of the teachers indicated that their managers had
no orientation programmes for the new members in their schools. The teachers
in some schools said that, “Our manager has no time to orient new members of
staff posted to our school. New teachers wonder what to do and what goes on in

schools.”

Similarly, 2 out of 20 or 10% of the managers revealed that they themselves had
no time of orienting the new members. That duty was delegated to the Deputy
Head and the Heads of Departments. One manager said, “/ have no time of
making programmes of orientating new members when | have Junior officers. The
junic;r officers are the ones who carry out the orientation programs for new

members of staff.”

4.9 Meetings Held in School

Communication through meetings in schools is very important because it helps
stakeholders to share messages and ideas. This is one of the expected
standards of the Ministry of Education. In view of that, teachers and managers

were asked how often female managers conducted meetings in their schools:
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The study revealed that all the teachers stated that female managers held termly
meetings. Further, 80 Out of 120 or 67% of these teachers indicated that apart
from the termly meetings their managers held weekly briefings. In addition all the
20 or 100% managers said that they held weekly and termly meetings. The

termly meetings were conducted during the opening and closing weeks.

410 Motivating Teachers
Motivation is the idea of getting the workers to pull together for the common good
of the organisation. The teachers were asked if their managers motivated them.

The study found out that the majority of the respondents 90 out of 120 or 75%
out of 120 teachers were motivated by their managers and 18 or 90% of the

managers revealed that they motivated their teachers.

However, 30 out 120 or 25% out 120 of the teachers indicated that their
managers did not motivate them in any way. The teachers said, “Our managers
are harsh, selfish, show favoritism and not good.” This showed that some female

school managers were not helpful and did not motivate their subordinates.

However, 2 out of 20 or 10% of the female school managers revealed that they
did not motivate their teachers always. They indicated that teachers were
employed by the Government and it was the duty of the Government to motivate

its workers through good conditions of service.
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4. 11 Appearance of Schools

It was observed that all of the high schools had been renovated with clean
painted walls. The floors were smooth and all the schools had windows with
glass panes. Similarly, all the 6 or 100% Basic schools i)n urban areas had been
renovated, painted and the floors in classes were smooth. Windows had glass
panes. But all the 6 or 100% of the rural Basic schools had not been renovated.
They were dilapidated with no doors, no glass panes in windows and a lot of

cracked floors in classes.

4.12 Absenteeism and Late Coming of Pupils

Pupils’ absenteeism and late coming were experienced as some of the major
problems by a large proportion of schools. The table 5.1 presents the
researcher's observations with regard to the pupils’ late coming and

absenteeism.
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Table 5.1 Researchers Observation with regards to Pupils late coming and

Absenteeism

Percentage of pupils
Pupils Late- Coming Among Boys Among Girls
Observed in basic | 5 10
schools
Observed in high schools 10 15
Pupil Absenteeism Among Boys Among Girls
Observed in basic
schools 5 15
Observed in high schools 5 4

It was found that 10% of the girls and 5% of the boys were coming late in Basic
Schools. It was further found that 10% of the boys and 15% of the girls were
coming late in High Schools. In general terms it was found that most late coming
was in urban schools where pupils use public transport to come to school. So it

could be assumed that late coming was attributed to transport problems.

Absenteeism in Basic Schools was at a higher rate for girls than that of for boys.
It was observed that 15% of the girls were not coming to school and only 5%
boys were not coming to school. However in High Schools absenteeism was

lower than that of for Basic Schools. It was found that 5% boys were not coming
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and 4% girls were not coming to school respectively. This study did not ask the

reasons as to what the absenteeism was attributed to.

4.13 Performance of children in their final examinations

The whole essence of education is to get children get the right standards of
education. Female managers are expected to enhance the good performance in
children’s result because the parents and the government have keen interest in
the education standards of our country. It should be noted that the research was
not comparing their results against male administrators but against the laid down

government standards. The figure 5A shows Grade 12 final examination results.

FigSA: Grade 12 results
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The figure shows that the highest performing school had the pass rate of 80% in
2004 where as in the same year, the lowest performing schools had the pass

rate of 40%. The average performance of all schools in the study was 60%. This
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was compared against the performance of 50% of the whole Province. Generally
it could be assumed that the performance of schools headed by female

managers was better in 2004. All the high schools in the study were in town.

The year that followed (2005), the highest performing school had a pass rate of
75% and the lowest performing school had the pass rate of 45%. In 2005, the
general performance of schools was 60% against the overall 55% of the

Province. During the time of the study there was a stable pass rate in high
schools headed by female managers. When managers and teachers were asked
why their pupils performed well, they all said that it was because of teamwork,

coaching and commitment to work.

The researcher also took interest in finding out the results for grade nines in
Baéic schools, in 2004 and 2005 final Examinations in schools headed by female
managers. The figure 5B shows the final examinations results for grade 9 in 2004

and 2005 respectively.
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Figure 5B: Basic Schools Results
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The graph shows that highest performing schools had the pass rate of 55% in
2004. The lowest performing schools had pass rate of 40% in the same year.
The schools that performed well were those found in the rural district. The
general performance of basic schools was 47% compared to 57% of the
provincial performance. On average the basic schools -in the study did not
perform well, for example the average pass rate for schools in Mumbwa a rural
district was 50% as compared to the average pass rate of 40% for schools in

Kabwe an urban district.

In addition the same schools in 2005 had the following results: The highest
performing, schools had the pass rate of 80% and 85% respectively and the
lowest performing schools had the pass rate of 50% and 55% respectively.
Generally, the average performance of Grade 9 results in 2005 was 60% as

compared to the 50% of the Province. The schools improved tremendously in
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2005 as compared to 2004. The improvement was as a result of constant
monitoring and evaluation by the Standards Officers in the district and the

Province. The female managers revealed this when they were asked.

Further, the female managers revealed that they enCOtJraged monthly tests and
encouraged teachers to teach during the August holidays and that there was
good working relationship between themselves and the teachers. The study
further revealed that receiving incentives when they taught during the holiday
motivated teachers. It was also discovered that holiday tuition fees were shared

among the teachers without the interference of the administration.
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CHAPTER FIVE
DISCUSSIONS OF THE FINDINGS
5.0 Introduction
This chapter discusses the findings of the study. The discussions follow the
perception of teachers, Managers and Directors on the performance of female
managers in top management positions. All the administrative functions are

discussed below:

5.1  Confirmation and Promotion of Teachers

The literature available on the performance of women in administrative duties or
functions in relation to confirmations and promotions of subordinates indicated
that they performed well in that area. All the teachers in the schools visited were
confirmed in their appointments by the Teaching Service Commission through
the hierarch. This was against the back drop of many teachers in the Province
and the country as a whole who had not been confirmed for a long time in their
appointments. The issue of promotions was beyond the female managers’
control. At the time of study, only six teachers were promoted. This was due to
the limited vacant posts that existed in schools. The new conditions on
promotions suggested that unless there was a vacant position that had been
created through retirement or death or resignation or dismissal of an individual
officer, no officer could be promoted (Ministry of Education 1996). The findings
were in line with Powell's (1993) discovery that the performance of any manager

was attached more to individual exercising the power and authority invested in
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him /her to recommend hard working officers for promotions and confirmations at
the right time. Preedy (1993) points out that effective leadership and a climate
that is conducive for growth in professionalism in schools is where teachers are
promoted and confirmed. It is in this regard that the researcher could rightly state
that the female managers facilitated the confirmation and promotions of their

subordinates. Though the issue of promotions was not theirs to determine.

5.2 Provision of Teaching and Learning Materials

From the responses to questions about the provision of educational teaching and
learning materials, there was a clear indication that female managers provided
these at the right time. Good performance in educational management included
the need to allocate resources to enable the workers perform their duties well
and meet individual needs (Mwanza, 2004). This was in line with other studies
carﬁed out both in Zambia and other parts of the world by Muchelemba (2001), in
Zambia and Delyon and Magniuolo (1989) in Britain, that a hard working
manager in any organisation for instance schools, supported workers like
teachers by providing them with adequate materials. In this regard, teachers
were motivated, committed and dedicated to their work. It was further assumed
that children’s performance in schools was good because teachers had the
necessary materials needed for teaching. Muchelemba (2001:80) states “this
correlates well with the requirement of the Ministry Of Education for managers to
be resourceful in acquiring materials to motivate teachers to work hard and

improve the performance of pupils.”
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Generally, the female managers performed well in the provision and mobilization
of teaching and learning materials to supplement government efforts to be used
in their operations of their Schools as expected of them. The sub- sector grants
given to Schools were rightly used. The findings were in line with the goals the
government had put in place to provide resources to-schools to enable them
acquire teaching and learning materials and other school equipment to enhance

proper teaching and learning.

However, teachers in schools that lacked teaching and learning materials
complained to their managers about the same and wished to be transferred.
Mbamba (1992) pointed out that lack of teaching resources was contrary to the
requirements of school management effectiveness. The administrators in those
schools argued that they lacked the teaching and learning materials because the
Zahbian Government did not provide them with enough financial resources to
enable them purchase the required materials. It may be inferred that managers
and teachers lacked innovations and improvising skills that could help
supplement government’s effort to address the problem. A further study would be
required to determine whether the government does not provide equal grants to

enable school managers perform effectively in acquiring school materials.
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5.3 Continuing Professional Development (CPD) Help Given to Teachers
The study revealed that managers gave help to teachers in Continuing
Professional Development programmes as a way of enhancing teaching and to
increase their efficiency and effectiveness in teaching.

The following were the programmes, in which managers facilitated their workers

to participate.

School Programmes for in-service for the term (SPRINT), Heads’ In-service
management meetings (HIM), Strengthening of Mathematics, Science and
Technology Education (SMASTE), School In-Service meetings at Resource
Centre (SMARC). In those in-service meetings school managers supported their
teachers by giving them incentives during the days of meetings. A lunch
allowance was given to any teacher who was invited to attend a school workshop

out of his/her School.

The findings agrees with Fullan (1996) who pointed out that in order to arrive a
journey, professional development had to bring improvements in the way an
individual attended to every day work both in and out of school. This was in line

with the goals required to help the government.
However, the study revealed that a quarter of the teachers denied the claim

made by some managers that they supported their teachers in their quest to

develop themselves professionally. The teachers from some schools claimed that
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their managers had never helped them in any way when they went for further
studies in higher institutions of learning. The Managers felt that it was the duty of
the Government to sponsor its workers to institutions of higher learning through
the Ministry Head Quarters because schools received less funding and had little
resources. This finding is contrary to the fact that Professional Development
Programmes were designed to equip employees with knowledge, skills, attitudes
and competence required to perform competently in their jobs so as to increase
their efficiency. It was generally observed that it was female managers’
responsibility to help teachers and that of their organisation (Msango and Bauleni
(2004) both financially and materially in Continuing Professional Development
programmes and the majority of the female managers performed well in that
function/ duty. But it could be observed that teachers were only helped in

programmes done locally not for further studies.

5.4 Delegation of Duties

The study found out that the managers performed well in delegating
responsibilities to their subordinates. This encouraged teachers to work hard in
order to achieve the desired goals. This was in line with the findings of Kanter
(1997) that delegation is one of the specialised management tasks that may be
assigned to specific persons, committees, or departments by the manager or
leader in any organisation for effective performance. This implied that good
performance in school management was not only doing everything alone as a

manager but also to let others do certain functions while you supervise. This was
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a practical implication of good management for it acted as a training ground for
junior officers. White and Cooper (1992) maintained that without delegating
responsibilities, it might be impossible for any manager to carry on the entire
tasks of the organisation and achieve the required goals. The finding was in line
with the aims of management that delegation was good but not all duties were

delegated to subordinates.

However, it was discovered that some managers in some schools did not
delegate responsibilities to their subordinates. This finding was in line with what
Msango and Bauleni (2004) observed that some managers did not delegate the
responsibilities to others for fear of the unknown, to be overtaken, their weakness
to be known and they thought that others might do better than themselves.
Generally it was discovered that female managers delegated other duties to

teachers except for the running of School finances for fear of accountability.

3.5 Involvement of Teachers in the Use of School Finances

The research findings showed that female managers involved teachers in the use
of school finances through committees. The committees made budget plans for
any function held within or out of the school. The school managers approved and
monitored the expenditure. This finding was in line with Eggins (1997) who
pointed out that the proper use of organisational finances is to bring together and
to develop into an effective organization men and women who make up our

enterprise and regard for the well being of the individual and working groups to
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enable them make their best contributions to its success. Competent school
managers emphasized proper management of school finances and monitored its
use on the intended programmes and projects. They used school finances in
workshops, seminars and for purchasing school materials. It was evident from
the findings that teachers were motivated. The teachers showed it by working
hard and putting more effort to their work. The findings were in line with Msango
and Bauleni (2004) who believed that motivating employees increased the
performance of workers and goals were achieved easily. The transparent use of
School funds encouraged the external stakeholders and the Parent Teachers
Association (P.T.A) who willingly gave financial help to schools whenever need
arose. The officials from the Ministry of Education Headquarters also revealed

that female managers followed laid down procedures in the proper use of grants.

The study further revealed that some teachers in a few schools expressed
ignorance on the use of school funds. They argued that their managers did not
reveal to them when the grants came and the amounts involved. They claimed
that managers, deputy head teachers and accounting officers, were informed
only. That showed that in some schools, female managers did not involve
teachers in the utilization of school finances. Such practices demotivated

teachers.

The findings regarding non-involvement of other teachers in the use of school

finances were in line with Msango and Bauleni (2004) who stressed that workers
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were demotivated in organisations where there was no transparency in the use of
funds. It seemed there were no financial meetings held and during termly

meetings it seemed financial reports were not given to others.

5.6 Conducting Meetings

The findings regarding communication in schools through meetings showed that
managers held meetings regularly. They held the weekly and termly meetings.
The termly meetings were usually conducted during the opening and closing
weeks. The weekly briefings were held on the first day of the week. The study
further noted that a good number of items that were discussed during meetings
affected the operations of the schools, these were: pupils’ performance in their
continuous assessment, teachers’ challenges during the term, successes of each
department, materials required in each subject or department, disciplinary cases
involving pupils and fundraising ventures. Others were; annual work plans and

budgets, preparations of work, teachers’ expectations and class allocations.

The findings were in line with Msango and Bauleni (2004) who held that in
meetings individual members were easily communicated to. Musaazi (1998) also
adds that people always cooperate more effectively if they communicate with one
another. During meetings each member was encouraged to participate freely
without fear. The majority of the teachers indicated that the management and
staff implemented the resolutions from the meetings. The teachers indicated that

the performance of managers in that area was very good. The findings were in
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line with the goals for Ministry of Education for managers to interpret government

policies and other information to others through meetings.

5.7 Monitoring and Evaluation Systems Used

The findings regarding the monitoring and evaluation system used showed that
the managers delegated the monitoring and evaluation process to their
subordinates, the Deputy Heads or Senior teachers or Heads of Departments.
The findings were in agreement with what Mbulwe and Tembo (2004) argued
that monitoring and evaluation may also be used to discover why certain things
happened and what should be done by the manager through someone who was
assigned to do that work. The managers indicated that they delegated that duty
in order to improve accountability and easy monitoring of individual performance

in schools.

However, the study showed also that some managers did the monitoring and
evaluation of the school programmes on their own. They entered offices of their
subordinates and classes to check what was going on in the school. The
managers also checked the preparation books of their teachers and the
attendance registers of every class in the school fortnightly. This was in line with
what Mbulwe and Tembo (2004) pointed out that school management could
account for the action of their employees through constant monitoring and
evaluation of school programmes. The managers knew through constant

evaluation whether the goals of the Ministry were being achieved or not.
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Managers in those few schools used Management By Walking Around (MBWA)

system in checking whether teachers were working or not. Given the fact that
managers were monitoring the performance of individual teachers showed that

they were performing the duties according to the expectations of the ministry.

5.8 Programmes for the New Members of Staff

With regard to orientation programmes, the study revealed that managers had
programmes laid down for new members of staff posted to their schools. To that
effect, teachers and managers stated that when new members of staff arrived in
the school, orientation programmes were done. Firstly, the new members were
introduced to all members of staff and then to the pupils. Later, they were handed
over to the deputy heads for class allocation and to be taken round the whole
school. This was in line with Coetzer (2002) who stated that leaders who were
focused had administrative programmes for any new member of staff in an
organisation. The managers should orient the workers in all organisational
activities and had a duty to provide inspiration, direct the subordinates and
encourage human potentials in any worker. Managers led with a clear purpose in
mind and coordinated effectively all administrative functions in order to facilitate
the smooth running of the school where all the members would be aware of

every programme.

However, the study revealed that some managers had no orientation

programmes or other programmes lined up for their teachers and other new
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members of staff. This was in line with Mwanza (2004) who pointed out that non-
effective heads had no programmes laid down for anyone. They did things
without planning and hence demotivated their workers. The teachers in those

schools discovered things on their own through enquiring from friends.

5.9 The Performance of children in examinations

The results of pupils serve several important pedagogical functions. The study
revealed how the teachers in schools worked in terms of teaching and covering
the syllabus and how pupils actually spent time in learning. During examinations
pupils were provided with opportunities to display the extent to which they had
grasped the concepts. It provided teachers with an insight into the understanding
gained by their pupils. The study revealed that pupils’ results were above
average. This was an indication that teachers’ performance in those schools
wés good in terms of teaching. Their managers performed well in terms of
supervision, provision of teaching and learning materials and other school
resources. Teachers stated that they tried by all means to avoid leakages during
examinations, and the results were said to be reflecting the actual performance
of school children. The managers motivated their teachers through giving them
incentives such as lunch and transport allowances due to good pupil
performance in examinations and extra curricular activities. Managers knew that
the results of school children were usually a concern to the general public and
the government and so it was their duty to make sure that they did not disappoint

the stakeholders.
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But certain specific pressures could be identified as having an effect on their
performance. These included feelings of isolation and strain of coping with sex
stereotyping. They felt that being a woman to some people was a decided
disadvantage in the world. They said that some people still had stereotyped
views of women. They complained that somehow people assumed that men
possessed the necessary qualities to do the job and this only changed when they
demonstrated otherwise, but with women, they had to prove over and over again
that they could do the job before their abilities were recognized. In addition,
women expressed the feelings that the discrimination from colleagues and the
whole experience of pressure from an Institutional culture was not good. They felt
that they should as well be respected and appreciated for the good work they

were doing.

In this study, there was no comparison done between female and male
managers in terms of pupil performance, though some literature indicated that
children performed better in schools headed by women. But the good results
noticed by the researcher was as result of teachers teaching during the holidays
encouraged by female managers to prepare their children for examinations, close
supervision by the managers and the good relationship exhibited by the

managers, teachers and pupils.
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As regards infrastructure, it was observed that most of the urban schools had
been renovated. The floors were smooth and most schools had windowpanes
and doors. The school surroundings were clean and classes had enough desks

though the sitting situation was pathetic due to over enrolment.

Most rural schools had not been renovated. The classroom blocks had no door
shatters and windowpanes and there were a lot of cracks and potholes in
classes. The situation of rural schools was painting a negative picture about the
education providers through their administration and the government. The rural
managers expressed concern about the way the government was not responding
to their plea in renovating their schools. They were worried about failing and to

being laughed at by the general public.
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CHAPTER SIX
CONCLUSION AND RECOMMENDATIONS
6.0 Conclusion
The major conclusions of the study on the performance of women in top
management positions in Zambian Basic / High Schools can be discerned as

follows:

Through the assessment of the views of the teachers and the managers
themselves on their performance in top management positions in Mumbwa and
Kabwe urban district schools of the Central Province, the study revealed that
Female managers facilitated the confirmation and promotions of their teachers by

recommending them to the Teaching Service Commission through the hierarchy.

Female managers mobilised and provided the teachers with the teaching and
learning materials at the right time. They used the school finances to purchase
the required materials. If school finances were not available, managers through
the efforts of other teachers improvised these. The teachers in schools were
motivated in so many ways; the teachers were given incentives and rewards
such as lunch and transport allawances when their pupils performed well in the
final examinations. The female managers also supported their teachers in
Continuing Professional Development programmes that took place within the

school or out side. But they had a negative response in assisting their teachers
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who wanted to improve themselves through going to higher institutions of

learning to pursue further studies.

Managers encouraged participatory leadership where they shared their powers
through delegation of duties to their subordinates. The teachers were involved in
the decision-making process which gave them morale and encouraged them to
work hard. Teachers were also involved in the use of school finances through
financial committees chaired by deputy heads. It was discovered that besides
being flexible and transparent in the use of school finances, the female managers
were also very strict and did not like deviating funds to programmes that had not

been budgeted for.

The study further showed that regular staff meetings were held for the well being
of schools. Briefing meetings were held every first day of the week to discuss the
operations of the week and members were informed of the latest development.
Other staff meetings were held at the beginning and end of the term and/ or
before any special occasion. The agenda of every meeting was specified in

writing and all members of staff were informed in time.

The managers exercised all the three management styles (democratic, autocratic
and lessez-faire) depending on the situation and the personality of an individual
they were dealing with. However, it was discovered that the management style

used greatly affected the performance of the teachers in schools.
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Their immediate subordinates; the deputy heads or the senior teachers or heads
of departments easily did monitoring and evaluation. The subordinates also

carried out the orientation programmes for the new members of staff.

It was further discovered that the records of work for teachers were regularly
checked and teachers in some schools were regularly observed to ensure good
quality work. The school surroundings were clean and the infrastructure of the
renovated urban schools was good whereas most of the rural schools were

dilapited because they were not renovated.

Children appeared clean and there was mutual respect between teachers and
pupils in nearly all the schools. However, absenteeism and late coming was a
major problem in both high and basic Schools. Performance in final examinations
Was average. The performance of children in extra — curricular activities was
also average. All in all, it can be said that the performance of females in top

management positions in schools was good and needed to be supported.
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6.1 Recommendations:
The recommendations of this study were based on the findings and conclusions
discussed. The recommendations were being made to the Government and the

School Managers.

Given that female managers were good at recommending teachers for both
promotions and confirmations, providing teaching/learning materials, motivating
their teachers and supporting Continuing Professional Development programmes
done in schools. | recommend that:

» The government through the Ministry of Education continues appointing
women in top management positions because of their spirited effort in
achieving the management functions of the Ministry of Education.

e The government should continue and increase funding to Schools in good
time to enable female managers purchase teaching/learning materials.

e School in-service workshops should include management topics to equip
two managers who might be lacking certain management skills because
they were Primary School Diploma holders acquired through Distance

Learning from Chalimbana College.

The management of any school was affected when enrolment was not
controlled and when the infrastructure was dilapidated. Therefore, |

recommend that:
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The government should expand or build more schools and fund rural
schools so that they renovate and rehabilitate their existing
infrastructure.

The government should employ more teachers. Especially female
teachers.

The government should enforce the existing training policy that every
School Board and District Education Board should at least be
sponsoring three teachers every year to high institution of learning.
The training of education managers should include all areas of
management which include Planning, Monitoring and Evaluation to
enable them perform well.

A deliberate policy of appointing managers with University degree

qualification should be enforced.

Given the good performance of pupils in Grades 9 and 12 through

intensive monitoring and supervision, | recommend that:

* School managers should enhance the observation of lessons in school

because there are few Standards Officers in the country.
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INSTRUCTION TO ANSWER THE QUESTIONNAIRE:

- Put atick in the [ ] against yours answer

- Write in space provided

1. Your sex :
(a) Male [ ]
(b) Female [ ]

2. Your age in years

(a) 50 and above [ 1
(b) 41-50 [ ]
(c) 31-50 [ ]
(d) 21-29 [ ]
(e) 20-29 [ ]

3. Your marital status
(a) Married [
(b) Single [ ]
(c) Widow [
(d) Widower [

4. Your length of pre-service training in years. Tick all applicable. Tick all
applicable

(@) 4 [ ]
(b) 3 [ ]
(c) 2 [ ]
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QUALIFICATIONS

5. Pre-professional qualifications

(a) Grade 9/10 or Form 2/3 [ ]
(b) Grade 12/Form 5

6. Your professional qualifications
(a) Primary teachers’ certificate

(b) Secondary Diploma

(c) Advanced Diploma

(d) Primary Diploma

(e) Diploma in Adult Education

(f) BA degree

(9) MAEd

(h) PhD [

~—

7. How often does your manager hold meetings? Tick all applicable.

- (a) Weekly [ ]
(b) Monthly [ ]
(c) Termly [ ]
(d) Not at all [ ]

8. How would you rate your manager on motivating teachers?
(a) Very High [ ]
(b) High [ ]
(c) Low [ ]
(d) Very Low [ 1

9. How would you assess your manager in the planning of work?
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(a) Very good [
(b) Good [
(c) Average [
(d) Poor [

16. Do you feel like staying at home rather than going for work because of the
way the Manager administers the school?

(a) Yes [ ]
(b) Sometimes [ ]
(c) No [ ]

Thank you for your co-oporation;

95



APPENDIX B
PROFILE MANAGER

Dear Respondent,
| am Halyonda Mathews Chiboola, a Post Graduate student at the University

of Zambia, pursuing a Masters Degree in Education Administration

As part of Gender equality, | am interested in finding out the Performance of
Women Managers in top management in schools. The information required is
purely academic and will be treated with strict confidence. In order for me to
generate this information you have been selected to participate in providing
the required information through the questionnaires and interview

discussions.
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INSTRUCTION FOR COMPLETING THE QUESTIONNAIRE
Tick in the box appropriate for you or write in the spaces below

1. Your age in years
(a) 41-55

(b) 31-40

(c) 21-30

(d) 20-30

s S e T e BN

2. Your marital status

(a) Married [ ]
(b) Single [ ]
(c) Widowed [ ]

3. Your length in managerial position

(a) 20 and above [ ]
(b) 10-19 [ ]
(c) 1-19 [ ]

4. Pre-professional qualification
(a) Grade9/Form 2 [ ]
(b) Grade 12/Form 5 [ ]

5. Your Professional qualification. Tick all applicable.
(a) Secondary Diploma [
(b) Primary Diploma [
(¢) Advanced Diploma [
(d) Diploma in Adult Education [
(e) Bachelors Degree [
() M.A ed./Msc Ed [

_— e eed b e
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() PhD [ ]

6. Grade of the school

@) 1 L]

(b) 2 [ ]

(©) 3 ]
ADMINISTRATIVE DUTIES

7. Schedule of staff meeting: tick appropriate or enter number

(a) Weekly [ ]

(b) Quarterly [ ]

(c) Fortnightly [ ]

(d) Daily [ ]

(e) Monthly [ ]

8. What could be the likely agenda for each of the above?

.............................................................................................

.............................................................................................

9. Number of teachers promoted/over 10 years since in office

(a) 0-5 [ ]
(b) 6-10 [ ]
(c) 1-15 [ ]

10. Confirmed for the period of two years since in office.

(a) 0-5 [ ]
(b) 6-10 [ ]
(c) 11-15 [ ]
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1. Have you ever gone for in service training to orient yourself  in
administration? If yes how long? Please indicate...................

12. How often do you motivate your teachers?

(a) Always [ ]
(b) Seldom [ ]
(c) Not at all [ ]
13. I tell teachers exactly what they have to do and how I want it done.
(a) Always [ ]
(b) Rarely [ ]
(c) Sometimes [ ]
(d) Not at all [ ]
14. Changes made in school are communicated to teachers and other workers.
(a) Always [ ]
(b) Rarely [ ]
(c) Not at all [ ]
15. Teachers commitment to their work in the school is:
(a) Very Good [ ]
(b) Good [ ]
(c) Average [ ]
(d) Very Poor [ ]
15. The morale of teachers in your school is:

(2) High [ ]
(b) Moderate [ ]
(c) Low [ ]

Thank you for your co-operation
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APPENDIX C
SEMI- STRUCTURED GROUP INTERVIEW GUIDE FOR
TEACHERS.

I am Halyonda Mathews.Chiboola a Post Graduate student at the University of
Zambia pursuing MA Education Administration. I am your fellow teacher at

one of the Basic Schools in Mumbwa — Moono.

The questions that will be asked are very simple and straight forward.

Respondents Names. ..............oooiiiiiiiiiiin

RAPPORT QUESTIONS
How long have you worked in this school?
When did you start teaching?

Were you working somewhere before you came to this school or before you

became a teacher?

INTERVIEW QUESTIONS
1. Do you feel that you have adequate teaching and learning materials? If
not, do you get some of the learning/teaching aids from your Manager?
2. How often does your Manager come to your classes? Could you describe

the purpose of the visits?
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APPENDIX D
OBSERVATION CHECK LIST: THE RESEARCHER.

Appearance of the School infrastructure.

General cleanliness of the school surroundings and classes
Punctuality of both pupils and teachers.

Sanitation- hygiene- number of Joilerts

Language use by pupils

Pupil book ratio

Pupil teacher ratio

Storage of books and school equipment

Availability of teaching aids in classes

State of furniture and equipment in the school

General behaviour of pupils — fighting, quarrelling and dogging .
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APPENDIX E
SEMI-STRUCTURED INTERVIEW GUIDE FOR MANAGERS.

I am Halyonda.Mathews Chibola a post Graduate student at the University of Zambia

pursing MA in Education Administration

INTERVIEW QUESTIONS:

1.

Describe the circumstances or give an example of times when you had made

urgent decisions contrary to the policies of education when problems arose.

Could you please describe the general conduct of your teachers in terms of

punctuality and preparations of

Describe the measures you take on teachers who fail to perform as per

expected

Describe the process of motivating teachers at your school.

..........................................................................................

Do you think that there are special circumstances or difficulties which women
face in executing their duties? If so, could you describe these experiences or

challenges?
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7. Do you experience any difficulties from the PEO’s and DEBS officer that

affects your management performance? If so describe them.

8. Describe your preferred system of monitoring and delegation of work to
teachers.
9 Is the system open even for other members?

Thank you for your co-operation.
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