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{~~} /~ ABSTRACT 

Teaching 1s a highly feminized profess ion. ln spite of this, women teachers are gross ly 

underrepresented in chool leader hip pos itions, despite a number of policies and constitutional 

guarantees of equity between men and women in work places, schools included, practical 

rea lization of gender equi ty in education has remained elusive. This imbalance is ev ident in 

Ramotshere Moiloa. 

This study sought to determine the perceptions of educational stakeholders on women 

underrepresentation in school leadership pos itions in Ramotshere Moiloa. A qualitat ive approach 

was adopted for this tudy. Interv iews and Department of Bas ic Education offi cial documents 

provided the source of empirical data captured from the fi eld . lnterviews were conducted with 2 

Department of Basic Education Offi cials, 4 School Governing Body members, 4 fe male 

principals and 4 female Pg ! teachers in Ramotshere Moiloa Area Office. An inductive data 

analys is approach was used to analyse the data. 

The fo llowing main findings emanated fro m the study: Presence of gender based te reotypes 

among male dominated institutions and structures such as SMTs, SG Bs, Labour Unions, 

Traditi onal leaders, Religious leaders and the community at large, which underm ined women 

teachers su itabili ty fo r school leadership; absence of policies on gender eq uali ty in schools, a 

situation attributed to SGBs not being adequately capacitated to carry out their mandate and 

Department of Bas ic Education offi cials lacking the political will to supervise implementation of 

gender equali ty policies in schoo ls. 

Based on the findin gs of the study, it is recommended among others, that The Department of 

Basic Education should have an action plan fo r implementation of its gender equali ty policies at 

all leve ls, schools included; The Department of Bas ic Education should establish an educational 

qualifi cation threshold so that people elected to the SGB should be of a calibre that can 

comprehend educational legislation and Policy; gender equali ty campaigners hould ensure buy

in of gender equali ty concept by all educational stakeholders so that there is concerted collecti ve 

effort to change the mind set of communities regarding gendered perceptions about leadership. 

THE KEY WORDS: choo l leader hip; educati onal stakeholders; perceptions; gender equality 

and underrepresentat ion. 
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CHAPTER 1: ORIENTATION 

1.1 INTRODUCTIO 

Studies conducted nationally and globally show that teaching is a highly feminized profession. 

Research done in England (Moreau et al. 2005: I 0), Greece (Kyriakoussis, 200 1: 1 ), and ew 

Zealand (Brooking, 2008 : 42) show that despite be ing in majo rity, women are grossly under

represented in schools promoted posts. 

Studies conducted in Zi mbabwe (Chabaya et a l. 2009: 236), South Africa (G reyvenstein, 1989, 

Chabalala, 2005), show that Africa is no exception , as regards gender disparities . 

Gender imbalance has been evident for a long time in South Afr ica (Greyvenstein, 1989: 13, 

Monau 1995: ii , C habalala 2005) . Lydia Amanda Coombs attributes the existence of gender 

discrimination to what she calls "intrinsic and extrins ic barriers, some of which, she believes, 

are based on stereotypes and preconceived notions of stakeholders of schoo ls on women in 

Management (Coombs, 2004: 1 ). 

Greyvenstein (1989) and Chabalala (2005) define intrinsic barriers as " lacks" that are within 

women because they are females, " while external barriers are believed to be environmentally 

based mutables that influence women career progress.) South Africa, like the rest of Afr ica, has 

not been exempt from gender imbalance. 

In fact, even in government official circles, gender imbalance had been officia lly acknowledged 

as early as 2001. 

In hi s parliamentary address on May 24, 200 I , Kader Asma! , then Mini ster of Education, had 

alluded to gender imbalance when he declared a transformation framework called Tirisano (a 

Sotho word for cooperation) as the way to redress the imbalances of the past. This, needless to 

say, includes gender imbalance in ed ucation . 



Angie Motshekga, the current Minister of Basic Educat ion, reaffirmed the existence of gender 

imbalance in education, when, on 23 rd August, 201 3, City Press reported that only 36% of 

school principals are women. C ity Press further repo1ied Angie Motshekga as saying "Men 

continue to dominate school principal pos iti ons despite an overwhelming number of women in 

the educat ion sector. There are only 8,210 female principals out of 257,633 and 14,337 male 

principals out of 119,579 appo inted in permanent posts in South Africa. T his is a cause for 

concern, particul ar ly because women constitute the majori ty in soc iety and in the education 

sector in particular." 

Her concern can be appreciated from the fact that, as pointed out in her speech, this s ituation did 

not rep resent government vision to redress gender equali ty and gender equity. 

In addition, the persistent nature of gender imbalance has the potential to dampen the morale of 

the majo rity gend er (women teachers) , co nsequently affecting j ob performance levels. Gender 

imbalance is therefore, a problem that deserve urgent redress. 

Post provisioning data in Ramotshere Moiloa reveal that male teachers dominate leadership 

positions in schoo ls at all levels. 

Despite a number of po licies and constitutional guarantees of equity between men and women in 

work places, practical realization of gender equity in education has remained elusive (Diko, 

2006 : 2, Nomlomo et.al, 2012: 41) . 

The find ings of this study cou ld, therefore, contribute 111 a significant way towards some 

exp lanation for this imbalance. 

1.2 PROBLEM STATEMENT 

Several studies have revealed that, despite the teaching profession being highly feminized 

nationally (Chabalala, 2006; Diko, 2006; Mestry, 20 12) and globally (Moreau et al. 2008; 

Chabaya, 2009; Kyriakouss is, 200 1; Brooking, 2008: 42), female teachers are gross ly under

represented in educational leadership positions. For instance, nationally, only 36% of school 

principals are women (Angie Motshekga, m City Press, A ugust, 3rd, 2013) . 

2 



Speaking at the launch of a support network for female principa ls, the Ministerial statement 

reaffirm ed the 2009 Department of Bas ic Education statistics which indicated that, though 

women numerically dominate the teaching profess ion in South Africa, only a minori ty hold 

leadership pos itions. 

In Ramotshere Moi loa Area Office, women are in majority across all phases in schoo ls. 

However, they remain di sproportionately underrepresented in senior schoo l leadership pos itions 

while male teachers dominate these pos itions in spi te of their lower numbers. 

However, no research has yet been conducted in Ramotshere Mo il oa Area Office to exp lain this 

gender imbalance. Hence, reasons fo r this gender disparity are not yet understood, th is study sets 

out to invest igate the reasons for thi s imbalance. 

The fo llowing stat istics from the North West and Gauteng Prov incial Departments of Bas ic 

Education give fu rther credence to the assertion that women hold a minority of leadership 

pos itions despite their numerical dominance in the teaching profess ion. 

For example, educational statistics published in 2008 in Gauteng and North West Prov inces 

indicate that out of 67,307 teachers in Gauteng, 45 ,978 were women, representing 7 1. 8%. 

In North West Province, out of a total of26,620 teachers, 70% were women. A similar pattern is 

revealed nat ionally. From a teaching fo rce of 400,953 , 68% were female. During the same period 

in Gauteng, there were 1,479 male principals and 1,367 deputy principals with only 881 (or 37%) 

and 628 (or 46%) women principals and deputy principals respectively according to the 2008 

Department of Bas ic Education statistics . 

The situation seems to have deteriorated as, according to the 201 2 educational statistics, only 

17% of secondary principals in Gauteng were women (Mestry, 201 2: 536). At a local level, a 

similar pattern is evident. For instance, in Ramotshere Moiloa Area Office, post prov isioning 

data confirms the existence of gender disparities in schools. No specific research has been 

conducted to determine stakeholders' perceptions on gender disparity in seni or leadership in 

Ramotshere Moiloa schools. 
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This study, therefore, sets out to investigate this phenomenon, not only from the perspectives of 

key stakeholders but from the women teachers ' perspectives as well. 

In the researcher' s opinion, there seems to be some political will in the new dispensation to 

address issues of gender disparities in South Africa. 

This opinion is hinged on the evidence that follows: broad policies such as Employment of 

Educators Act (EEdA) 76 of 1996, National Ed ucati on Policy Act (NEPA) 27 of 1996, Labour 

Relations Act (LRA) 66 of 1995, and Employment Equity Act (EEqA) 55 of 1998, were 

promulgated to realize this intent. Despite these policies and constitutional guarantees of equity 

between men and women in work places, practical realisation of gender equity in school 

leadership has remained elusive (Diko, 2006: 2; Nomlomo et. al. 2012: 41) and women teachers 

still remain grossly underrepresented in South Africa (Chabalala, 2006; Mestry and Schmidt, 

2012). 

1.3 MAIN RESEARCH QUESTION 

The persistence of gender underrepresentation of women in senior positions in schools in South 

Africa prompts the fo llowing main research question: 

What are the stakeholders' perceptions on women underrepresentation in educational leadership 

positions in South Africa schoo ls in general and Ramotshere Moi loa Area Office in particular? 

In pursuit of answers to the main question, the fo llowing sub-questions are posed: 

• What are the existing policy arrangements and legal prov1s1ons for the 

implementation of gender equity in the schoo ls under study? 

• To what extent are women teachers underrepresented in educational leadership 

positions in general and in schoo ls in Ramotshere Moiloa Area Office in particular? 

• How much awareness about women teachers ' underrepresentation in promotion posts 

exists among stakeholders in Ramotshere Moiloa Area Office? 

• What are the generally perceived reasons for underrepresentation of women m 

educational leadership positions as learned from a literature review? 
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• What are the actual reasons for gender imbalance in school leadership from the 

perspectives of stakeho lders as derived from an empirical study? 

• What are stakeholders ' suggestions on what should be done to increase women' s 

representation in educational leadership positions? 

1.4 AIM OF RESEARCH 

The aim of this research is to explore stakeho lders ' perceptions on women underrepresentation in 

schoo l leadership pos itions. 

1.4.1 Sub aims of the research 

To achieve this aim, the researcher seeks: 

• To id ent ify the exist ing policy arrangements and legal prov1s1ons for the 

implementation of gend er equity in the schoo ls of the study; 

• To determ ine the degree to which women teachers are under-represented in 

educationa l leadership positions in general, and in schoo ls in Ramotshere Mo il oa in 

particular; 

• To determine the degree of awareness about gend er inequality in leadership positions 

among stakeho lders in Ramotshere Moiloa Area Office; 

• To investigate the genera lly perceived reasons for underrepresentation of women in 

educationa l leadership positions; 

• To determine the actual reasons for gender imbalance in school leadership positions 

from the perspective of stakeholders; 

• To recommend measures that w ill he lp increase women representat ion in educational 

leadership pos itions. 

1.5 THEORETICAL CONCEPTUAL FRAMEWORK 

The study seeks to emp loy a feminist stand point, to investigate how oc iety, driven by 

patriarchal tendencies adopts social biases that frustrate gender equity in schoo ls. 
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The assumption of the femini st standpoint theory is that soc iety places women in marginalized 

pos iti ons in most spheres of human endeavour; social, political and cultural. Proponents of stand 

point such as ancy Hartsock, Hillary Rose and Harding Sandra (Harding, 2004: 24) argue that 

narratives that take cognisance of marginalised wom en lived experiences reflect less di storted 

reality of soc ial ord er. 

The or igins of these marginalised positions of women can be best und erstood, when one goes 

back in time to seek meaning in Simone de Beauvoir postulation that "one is not born, but rather 

becomes a woman through civ ilisation whi ch produces the "feminine creature" (de Beauvoir, 

1953). de Beauvo ir insists that the dominance of Man and subordination of woman is not a 

bio logical phenomenon but rather a social creation. The Stanfo rd Encyclopaedia of philosophy 

(2014) agrees with de Beauvo ir on this view. S imilarly, in its definit ion of gender as the state of 

bei ng male or female with reference to soc ial and cultural differences rather than biological, the 

Oxford dictionaries (2015) lend support to de Beauvoir' assertion. Thi s feminist di scourse is 

complemented fu rther by the American Psychological Assoc iati on (2011 ) assertion that gender 

refers to the attitudes a given culture attributes to a person' s biological sex. These attributes 

defin e a human being as either man or woman . By these attitudes a "gendered social order" is 

created in soc iety "governed" by norms and ro les. The gendering ro les shapes the everyday 

behav iour and interaction of men and wo men priv ileging one group while disadvantaging the 

other (Avigeri, 20 l 5: 14). The soc iety constructed social ord er makes men and women entrapped 

in their gender structure (Lober, 2010) . This gendered structure allocates privileges and power to 

men over women th rough soc ial interact ions. Feminist struggles and theories were born out of 

this gendered soc ial order. 

Though d iverse and many, all feminist theories ad vocate fo r equity, equality and justice in 

opportunities fo r both men and women by fi ghting fo r removal of patriarchal tendencies that 

keep women ass igned to minor roles in soc iety. 

The feminist standpoint theoretical perspective focus on gaps and blank spaces of dominant 

cultures, knowledge bases and behaviour, to draw the attention of society to women and their 

experiences. This should prov ide opportunity to look again into equality concerns confronting 

women teachers. 
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Since it is justice driven, and explains gendered privileges and biases, the fem ini st theoretical 

perspective is an ideal framework for this study. More so that the research is intended to achieve 

corrective rather than retributive outcomes. The critical aspect of feminist theory is advocacy. 

Hence, it supports the intenti on of the study to advocate for women empowerment in educat ional 

areas where they are assumed to be marginalized. 

The feminist standpoint theory implies that data col lect ion and analys is strategies should take 

cogn izance of the women's marg inalised position in soc iety as the basis for the narrative of this 

study. 

1.6 RESEARCH DESIG 

C reswell defines a research design as a "plan, a strategy and procedure for research, com pri sing 

decisions from the underlining world views to the details of data collection and ana lys is," 

(Creswell , 2009: 3) . 

A qualitative research des ign based on an interpretive strategy and located in a social 

constructivist paradigm is adopted fo r this study. The study is rooted in the critical fem inist 

perspective. According to this interpretative strategy, emphasis is placed on understanding the 

meanings that peop le attach to a phenomenon in their env ironment (Maree, 20 10: 59) . The 

choice fo r this type of des ign is prompted by the multiple data which the researcher, as the key 

data collecting instrument, wi shes to co llect. 

From these multiple data sources, the researcher expects multiple and divergent meanings to 

emerge (Creswell , 2009: 176). Furthermore, this approach will a llow the researcher to approach 

the problem of gender imbalance in education leadership from a theoretical perspective 

(feminism), thus placing it within a particular soc ial, political or historical context. In addition, it 

will a llow the researcher to holistically exam ine the multiple perspectives and employ inductive 

data analysis procedures (Creswe ll , 2009: 176), thus a llowing several divergent meanings to 

emerge. Moreover, a qualitative research design is an emergent des ign . This means that the 

" initia l plan for the researcher, including the title, is not tightly prescriptive and all phases of the 

process may change or shift after the researcher enters the field and begins to co llect data" 

(Creswell, 2009: 176) . 
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This fl exibility suits the researcher as the multiple data co llecting techniques may necess itate 

practical adjustments to accommodate situati ons the researcher was unable to antic ipate in the 

initia l stages of the study planning. 

1.7 METHODOLOGY 

Methodo logy or research methods are spec ific techniques, tools or in strum ents used to collect 

data (Creswell , 2009: 15). Two methods of investigation were used in this study, namely, a 

literature study and an emp irica l investigation. 

1.7.1 Literature study 

Literature review is a tool for establishing what is a lready known about the problem und er 

investigation. It prov id es a benchmark for comparing the results with fi ndings from other studies 

closely related to the one being undertaken (Creswell, 2009: 25 ). Literature review is expected to 

guide the researcher to gain knowledge and insight into related research and avoid duplicating 

prev ious work (Chabalala, 2006: 9). It also serves to identi fy prior research that may help to 

support the significance of this study. In this study, primary and secondary sources, in the form 

of books, journa ls, dissertations, profess ional reports, theses, and electronic resources, such as 

computer data bases such as one search, EBSCO, Google Scholar and Emerald, will be 

consulted. Search key words a lso known as search phrases like "school leadership, gender 

equali ty, sex stereotypes and perceptions" were used when search engines were used. 

In this study, li terature rev iew is intended to give an in-depth understanding about the nature and 

extent of gender underrepresentation in schoo l leadership positions globally and nationally. It 

also highlighted national and global effo rts a imed at address ing thi s problem. Other topics 

highlighted include; existing poli cy and legal prov isions for the implementation of gender equity, 

the extent to whi ch women teachers are und er-represented in education leadership pos itions in 

general, the perce ived reasons fo r und errepresentat ion of women in education leadership 

pos it ions and recommendat ions by previous studies on how to redress the issue. It also hi ghlights 

the degree of awareness about gend er und errepresentation. 
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Pre liminary literature review prov ided a lot of in sight about women 's underrepresentation in 

educati onal leadership . In fact, it is evident that the problem is not only national but assumes 

g lobal d imensions too . 

1.7.2 Empiric study 

Interv iews and Department of Bas ic Education documents were the main sources of empirical 

data co llected from the fi e ld . 

1.7.2.1 Site and participant selection 

The study was conducted in Ramotshere Moi loa Area Office in gaka Mod iri Mo lema distr ict in 

the orth West Province. Public schoo ls and public offices in District and Area offices are the 

natu ral sites for educational stakeholders. A ll parti c ipants were met for data co llection in these 

id entified natural settings. 

A purposeful sampl ing method (Creswell, 2009: 2 17), was used to select the research sample 

whi ch incl uded: 4 women principals, 4 women Post Leve l I (PLl ) teachers, 4 SGB members (2 

male and 2 female fro m 4 different schools) and 2 Area Office officials. The Area Office 

offi c ia ls represent teams in charge of coordinat ing and monitoring interview processes and 

procedures. These stud y Partic ipants, therefo re, were purposely selected from among different 

stakeho lders with the requi site experience w ith promotion procedures and processes . They are 

people whose role relevantly places them as ideal sources of study data. To counter bias, the four 

PL I women teachers were purposely selected among the many on the basis of peri od of serv ice. 

The e are teachers w ho could have been in promotion posts on account of their period of serv ice . 

A survey too l was used in 8 schools fo r this purpose of se lecting PLl teachers who had served 

fo r a minimum of 15 years in post level 1 (PLl ). 

1.7.2.2 Data collection strategies 

The researcher purposefull y identified the fo llow ing two bas ic qua li tati ve data co llection 

strategies : Interv iews and documents. 
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1. Interviews 

In this study individual interv iews were conducted with 8 Principals, 2 Area Office Managers 

and I District Officia l, whil e focus-group interviews will be conducted w ith the four fema le PLI 

teachers and the SGB members. The interview technique is chosen for its inherent nature of 

direct interactions with participants, its flex ibi li ty and adaptability. It can be used with many 

different problems and di ffere nt types of persons, such as those who are illiterate or too young to 

read and write, and responses can be probed, fo llowed up, clarified , and e laborated to ach ieve 

spec ific accurate responses (McMillan and Schum acher, 20 10: 204). 

Different probing strategies were employed to rea lize detail, elaborat ion and clarity (Maree, 

20 10: 89) . 

Interviews were conducted in negotiated venues as the se lected respondents were not from the 

same work places. The interv iews were e lectronically recorded and later transcribed. This was to 

ensure that all responses from respondents were accurate ly captured . 

11. Documents 

When documents are used as a source of data, the focus is on all forms of written communication 

that may shed light on the phenomenon being investigated. Written data sources may include 

published or unpublished organization reports, memoranda and adm inistrative documents 

(Maree, 20 I 0: 82) . Gender eq uity policies and lega l Acts or laws on gender equity were 

examined for strengths and possible deficiencies at implementation points. In this study, 

permission was sought to access documents in schools, Area offices and di strict offices to 

determine qualifications, and experience from teacher profiles. 

Information about levels of ambition to attain leadership posts in schoo ls by fema le teachers 

cou ld be derived from the preliminary survey used for selection of PL 1 female teacher 

partic ipants. Documents could a lso reveal at what leve l in the selection process (s ifti ng, short

listing or interviews) gender imbalances begin to emerge. 
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From the analysis of advertisement Gazettes, one cou ld perhaps tell from guidelines and 

requirements whether the Department of Basic Education, as the employer, provides enough 

checks and balances on issues of eq ui ty in work places. 

At school level, school policies may serve as evidence enough fo r the school' s efforts to address 

equi ty in the work place. 

1.8 DATA ANALYSIS 

An inductive data analys is approach was used as the researcher intended to all ow the research 

findings to emerge from the freque nt, dom inant or significant themes inherent in raw data as 

opposed to a deductive a priori method, which tends to obscure or render key themes invisible 

(Maree,20 I 0: 99) . 

The co llected data from interviews were read through line by line, several times, organizing them 

into meaningful analyt ical units or codes. Thi s is call ed cod ing. The related codes were 

organized into categories or themes, each category being ass igned an identifying label. 

Descriptive phrases from the text were used to establi sh themes. 

The process was repeated several times identifyi ng new categories to accommodate data that do 

not fit the existing labels. 

A final step in data analys is invo lved making interp retation or meaning of the data, which are 

actually lessons learned . These " lessons" were the researcher' s personal interpretations, as 

influenced by one's cultural and hi storical experiences, or the meanings derived fro m a 

comparison of the find ings with the informat ion gleaned from the literature or theories. It can 

also suggest new questions raised by the data that needed to be asked (Creswe ll , 2009 : 190). 

1.9 TRUSTWORTHINESS 

ln the context of research design, the term validity means the degree to which scientific 

exp lanations of phenomena match reali ty. It refers to the truthfulness of findings and 

conclusions. 
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Explanations about observed phenomena approx imate what is reality or truth, and the degree to 

which explanations are accurate comprises the validi ty of the des ign (McMillan and 

Schumacher, 20 10: l 05) . 

According to Guba' s trustworthiness model, truth-va lue, appli cability, cons istency and neutrality 

are ingredients to establish val idity and reliability of the research. 

In this study, trustworthiness will be achieved th rough the use of triangulation (wh ich are the 

various data co llection and analys is methods (Maree, 2010 : 39)) . The fo llowing tr iangulation 

strategies shall be employed: 

• Use of various techniques of data co llection (qualitative open-ended questions, 

interviews, literature study and analys is of official documents) to ensure 

triangul atio n. 

• Multiple data coll ection strategies . Data was transcribed verbatim and audi o recorded 

to ensure that data was accurately captured from respondents 

• Clarificat ion of tentat ive findings by checking with partic ipants. D uring data 

collection, the recorded interviews would be sent back to part ic ipants fo r checking. 

Final transcripts were also cross checked w ith part icipants . Thi s was to ensure 

accurate representation. 

• Cross checking with literature. Empirical data would be crosschecked with existing 

literature, categories and themes from transcripts for data analys is are checked with 

partic ipants 

• Ensuring that research instruments are checked for expert evaluation before they are 

used: The dissertation supervisor will exam ine the research qu estion and sub

questions several t imes to ensure that they were brought in tandem with research 

aims. Similarly, the inte rview questions were checked fo r congruity with the main 

research question. 

• Profi les of part ic ipants should be checked to ensure that they possessed the requi site 

credibili ty (such as period in service, frequency of applications for promotion, 

frequency of part ic ipation in interv iew processes and procedures) needed to serve as 

respondents fo r this particular study. 
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• A ll these strategies were designed and executed to ensure re li ability and validity of 

the research methodo logy. 

1.10 RESEARCHER'S ROLE 

The maJ or role played by the researcher is data co ll ection through cond ucting interviews, 

fo rmulating qualitative data collecting instruments, s ite and participant se lection as well as data 

analys is and interpretation . Unlike typica l quantitative techniques which are o bj ective, 

quali tative studi es accept researcher subj ect ivity as something that cannot be e li minated as the 

researcher is seen as the " research instrum ent" in the data-gathering process (Maree, 2007: 79). 

Thi s situation is caused by biases, values, personal background issues such as gend er, 

soc ioeconomic status and culture which may shape the researcher' s interpretations which may be 

fo rmed during a study (Creswell: 2009). 

With these concerns in mind, it becomes necessary that, apart from the above researcher 's core 

ro les, the researcher shall pl ay additional ro les such as observation of ethical issues. 

1.11 ETHICAL CO SIDERATIO S 

It is important that the researcher compl ies with eth ical standards when conducting a research 

which invo lves hu man subjects. "Ethics" generally are concerned w ith beliefs about what is right 

or wrong from a moral perspective. According to McMi llan research ethics are focused on what 

is morally proper and improper when engaged with participants or when access ing archiva l data 

(McMillan & Shumacher, 20 10: 117) . 

In keeping with ethical imperatives, the researcher should observe the fol lowi ng: 

Ethica l c learance was sought from the North-West University ' s ethics com mittee. The fac ul ty of 

Education and Training wou ld give the researcher a letter of authority, wh ich basical ly serves to 

introduce the researcher to a ll persons, organizations and education institutions that will serve as 

sources of study data. 

In add ition to thi s, authority will have to be obtained fro m the follow ing "gate keepers:" 
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• The schoo l principals fo r conducting interviews in their schoo l and access to relevant 

documents such as schoo l polic ies and teacher profiles . 

• The Area Office Manager, Ramotshere Moiloa, fo r conducting interviews in his Area 

Office and possibl e access to short listing and s ifting statistics, as well as ma le vs. 

female teacher statistics in Ramotshere Moiloa. 

• The di rector, Ngaka Modiri Mo lema District fo r vital documents such as gender 

equ ity po licies and permission to interview the di strict offi c ia l. 

• The SG B for their time and vo luntary partic ipation. 

• The PL 1 educators fo r their time and vo luntary partic ipat ion in the study. 

In the case of schoo ls, interv iews will only be conducted after contact time to avo id lesson 

disrupt ions. Since offi c ial documents are not usually fo r the public, permission will be sought 

from re levant authorities in the Department of Bas ic Education to access any kind of offic ial 

document. This is referred to as "seeking the approval of gatekeepers" to access research sites 

and archival documents fo r data (Creswell, 209: 89). 

Since part icipation in the study is vo luntary, one has to ensure respondents' trust and co 

operation throughout the study duration. 

Hence the researcher shall have to ensure that the purpose of the research is explained to the 

part ic ipants, confidentiality and anonymity will be guaranteed, while respondents have to be 

made aware that partic ipation is vo luntary and that they have the right to withdraw their 

part ic ipation at any stage of the study. The respondents w ill then be requested to sign consent 

forms. 

1.12 CONTRIBUTION OF THE STUDY 

Cu rrently there is a lot of info rmation about the intrinsic and extrinsic factors perceived to be 

respons ible fo r gender imbalances in schoo l leadership pos itions. However, no research has yet 

been conducted about specific perceptions by key stakeholders in education in Ramotshere 

Mo il oa Area Office in parti cular. It is hoped this study w ill provide additional literature on 

gender imbalance and gender equity studies, thereby addressing thi s knowledge gap. 
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After all , one does research because, among others, one wants to add new information about an 

issue by addressing gaps in the ex isting knowledge, Creswe ll ( cited by Maree, 2007: 256). 

Moreover, education, like medicine and social work are applied fields. It is therefore hoped that 

the knowledge derived from this research findings will provide better insight into the 

phenomenon of gender disparity in leadership positions in ed ucation, a llowin g for possible 

so lutions to gender imbalance, thus enhancing educat ion practice. 

Despite the availability of several pieces of policy and legislation about gender equity, gender

based imbalances still pers ist (D iko, 2006 : 180). Hence, the researcher hopes that the knowledge 

gained from this research may help assess the merits and demerits in gend er equity policy 

practice and procedures that continue to defeat po licy intent. 

As the findings of the research are expected to be valid in the context of Ramotshere Mo iloa, the 

research site, it is hoped that the study wi ll make a valuable contribution to the so lutions of 

current and localized gender driven di sparities in the Ramotshere Moiloa A rea Office. 

In concluding, it is evident from the above informat ion that this study is mu lti functional: it is 

field-and app lication- oriented, it will be used to determine merits and demerits of gender equ ity 

policies and it is hoped that it wi ll be used by educational stakeholders to address gender 

dispari ty problems (Schumacher, 20 10: 13-14) in Ramotshere Moiloa in particular, as well as 

So uth Africa in general. 

1.13 DELIMITATIO AND LIMITATIO S OF THE STUDY 

Factors or characteristics that limit the scope and define the boundaries of one 's study are 

referred to as delimitation (Simon, 20 11 ). orth West Province is made up of four districts: 

Ngaka Modiri Molema, Bojanala, Ruth Momphati and Kenneth Kaunda. Each of these districts 

consists of an average of five Area Offices. This study was conducted in the. Ramotshere Moiloa 

Area office, which is only one of the five Area Offices in gaka Modiri Mo lema. Ramotshere 

Moiloa is mostly rural w ith schools deeply rooted wi thin the context of trad iti onal and cultural 

fo unded gender stereotypes. Educational stakehold ers in rural schoo ls may be exposed to 

different culturally and traditionally influenced gender stereotypes. 
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The same study conducted in other Area Offices and di stricts may perhaps come up with 

findings and conclusions sl ightly different from what is determined by this study. 

Leedy and Omrod (2005) explain limitations as potential weaknesses in the researcher' s study 

which falls outside his or her contro l. 

Interviews, with their face to face nature may be intimidating to some interviewees. Recording of 

the interview may have unsett led some respondents, others may have selected responses hoping 

to give the researcher only what they thought I wanted to hear. Others might not have fe lt free to 

open up to me a total "stranger." People wi ll not always trust what the researcher intends to do 

with responses. To easy up and make the interviewees comfortable, though, prior meetings were 

held to get to know the respondents. At these meetings, the purpose of the study and ethical 

issues were explained. Confidentiality and decision to quit the interview at any stage should one 

become uncomfortable were guaranteed. 

As head of department (HoD) at school level as well as an executive member of one labour 

Union at branch level, one has had attend several interviews in different capacities. This puts one 

in a spot as a researcher where one has to fight hard to try and not a llow personal experiences to 

influence one' s interpretation of the empirical data from the study 

1.14 CHAPTER DIVISION 

Chapter I 

As an opening chapter presents a summary of the study. It articulates the problem statement, 

which justifies the need to pursue this particular study and the worth of the study. It outlines the 

research aims as well as the research questions. The chapter also outlines the focus of the 

research literature. The chapter also marks the research boundaries . 

16 



Chapter 2 

This chapter concentrates on the literature review on gender underrepresentation in education. 

The chapter highlights global , continental and national findings from previo us studi es conducted 

on gender underrepresentation of women teachers in school leadership . It also outli nes global 

and national attempts to redress the problem. 

Chapter 3 

This chapter presents a deta iled explanation of the research design, and the methodo logy to be 

used in the study. It discusses methods used to co llect, analyse and interpret data. Sites and 

respondent selection procedures wil l be discussed . Ethical issues are di scussed in this Chapter. 

Chapter 4 

This chapter presents the empi rica l data generated through qualitative open- ended interview 

questi ons and documents. The chapter presents the analysis and interpretation of the study data. 

Chapter 5 

This chapter presents the study fin dings and study summary and makes recommendations as 

guided by the study findi ngs. 

1.15 CONCLUSION 

The summary of the study is presented in this chapter, being the opening chapter. It articulated 

the problem statement, research aims as well as the research questions. Chapter one also outlined 

the focus of the research I iterature and marked the research boundaries. 
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CHAPTER 2 : LITERA TORE REVIEW 

2.1 INTRODUCTION 

Chapter 1 presented a summary of the study, and art iculated the problem statement, which 

justifies the need to pursue this particular study, and highlighted the worth of the study. It gave 

an outline of the research aims as well as the research questions . The chapter also provided the 

focus of the research literature and marked the research boundaries . 

In this chapter 2, the study dealt with a literature review on gender underrepresentation in 

education leadership generally. The chapter highlighted the global, co ntinental and national 

find ings from previous studies conducted on gender underrepresentation of women teachers in 

schoo l leadership. Generally perceived reasons fo r gender disparities in education leadership 

were highlighted. Global , continental and national attempts to redress the problem were also 

discussed. 

The chapter also gave insight into the impact of women und errepresentation in educational 

leadership on educational practice. Other issues discussed include the legislative and policy 

arrangements that have been put in place to redress gender imbalance as wel l as the 

recommendations that previous researchers have made. 

This study seeks to use the feminist theoret ical framework as an ideal lens through which the 

study literature and empirical data are gathered, analysed and interpreted to understand gender 

disparity. Hence, there is need to discuss feminism as a phenomenon. 

2.2 FEMINISM 

According to Jayewardene (c ited by Diko, 2004: 44), there are many definitions of feminism. 

Jayewardene defines feminism as "awareness of women ' s oppression and exploitation within the 

family, at work and in society, and the conscious action by women and men to change this 

situation. " 
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This v iew has a lot in common w ith that he ld by Diko, who postu lates feminism as "a 

perspective on power re lations that exists between men and women w ith a view to redress ing the 

prevailing discrimination and thereby achieving equality." (Diko, 2004: 44). 

The relationsh ip between men and women has a lmost a lways been uneq ual and oppressive, and 

the extent of this inequality and oppress iveness has greatly vari ed . Feminism takes the v iew that 

all known soc ieties have been patriarchal (patriarchy is a system in which ma les dominate 

females) so much so that that a ll major soc ia l in stitutions have been characterized by male 

dominance. Feminist theories have g iven rise to femini sm movements which seek to understand 

the nature of gender inequality by examining women's social ro les and lived experience . Because 

of different approaches, groups of women have chosen to address the perceived male dominion, 

and different versions of feminism have emerged. Liberal fe min ism, radical feminism, standpo int 

femi ni sm and socialist fe mini sm are just a few of the feminism theories that have emerged. 

The core of all feminism theories purports that men and women should be equal po litically, 

economically and socially. It is the struggle to end sexist oppression. This theory does not aim to 

benefit any particular gro up of women based on race or class (Fri edman, cited in Chabala la, 

2006) . According to Gosset and Rush (in Chabalala, 2006) femi nism does not a im to privi lege 

women over men. 

No attempt has been made to discuss the different femini st theories, since a ll of them seek to 

achieve one and the same core aim; equality between men and women politica lly, economically 

and socially. However, one theory; feminist standpo in t theory seems to be more appropr iate to 

this study. Feminist standpoint theorists such as Dorothy Smith, Patricia Hill Co ll ins, Sandra 

Harding and others describe feminist stand poi nt as an approach that purports that when research 

starts off fro m women ' s lived experiences, it generates less partial and distorted narratives not 

only of women' s lives but a lso of men' s lives and of the w ho le soc ia l order, Hekman (1997) a lso 

shares this view. The stand po int theory has its origins in the Hegelian and Marx ist Era w hen 

Hegel and Marx use the dia lectica l struggles in the S lave-Master and the Proletariat -

Bourgeoisie re lat ionships, to suggest that these relationships w ill on ly be better understood if 

looked at from the stand point of the marginalised slave and proletariat. 
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Sandra Harding and the other stand point theorists extend ed and reframed the id ea of the 

standpoint of the slave and the proletariat to mark out the logical space for a feminist stand point. 

Hence, today a fem inist stand point advocates for narratives of social order that gives an account 

of the li fe experiences of the marginalised woman. In this study, female teachers provi de the 

standpoint as the point of departure. Gu ided by the research sub aims, as much literature as 

possible was gathered . The discussion that fo llows dwells on the collected literature. 

Globally and nationally, stud ies show that teaching is a highly feminized profession. For 

instance, research done in England, Moreau et al . (2005 : I 0), Greece (Kyriakouss is, 200 1: 1), 

and ew Zealand (Brooking, 2008: 42) show that desp ite being the majority of ed ucators, 

women are gross ly under-represented in schoo ls' promotion posts . Study findings in Zimbabwe 

(Chabaya et al. 2009 : 236), and South Africa (D iko, 2014: 825, Chabalala, 2005 Coombs, 2004: 

1, Greyvenstein, 1989,), show that Africa is no exception, as regards gender disparities. 

Gender imbalance has been evident for a long time in South Africa (Greyvenstein, 1989: 13, 

Monau 1995: ii , Chabalala 2005.) and the problem has persisted (Mestry, 20 12, Motshekga, City 

Press, 2013/08/2013 , Diko, 20 14) . In South Afr ica, only 36% of schoo l principals are women 

despite an overwhe lm ing number of women in the education sector. Th is is according to Angie 

Motshekga, the current Minister, as reported in City Press on 23rd August. 

Various intrinsic and extrinsic factors, some of which are expressed in fonn of gender 

stereotypes, are perceived as reasons for gender disparities in educational leadership 

(Greyvenstein, 1989, Coombs, 2004, Chabalala, 2006) . Other factors , tho ugh, are cited by other 

study findings. For example, in some instances there seems to be a measure of reluctance among 

some stakeho lders in authority such as schoo l heads and school board governors (governing 

bodies), to appoint women to positions of leadership in schoo ls (Coombs, 2004: 3, Brooking, 

2008: 417) . "The perception of management as masculine prevents women from applying for 

positions because they believe they do not have the qualities to be managers." (Coombs, 2004: 

2) . This statement is clearly illustrative of lack of amb ition to take leadership positions due to 

low self-esteem. 
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Other factors identified are family attachments, family ro les and lack of fami ly and official 

support (Chabaya, 2009: 239 - 244) . Lack of guarantees, mento rs, role mode ls and networks 

deprive women teachers of the much-needed contacts, information, moral support and 

psychological securi ty to enhance career progress and success (de Witt, 1991 : 5 15 - 562). 

The problem of women underrepresentation in ed ucat ion, as in a ll other walks of life, including 

leadership in political representati on and employment, have drawn g lobal attention as 

exempli fied in the 8 Mi llennium Development Goals (MDG) of the United Nations (UN) 

(Michel le et al. 2007: 549). 

In fact, MDG 3 demonstrates a g lobal effort at eradicating gender inequality and enhancing 

women empowerment in education. 

Countries like Zimbabwe have a lso demonstrated Government efforts at achi ev ing gender eq uity. 

The release of pub I ic serv ice c ircular No 11 of 199 1, the gend er affirmative action of 1992, the 

1999 ziramasanga Commission and the ational Gender Policy of 2004 are illu strative of this 

national effort. 

In South Africa, various pieces of legislation and po lic ies have been enacted to address gender 

imbalances in publ ic and private institutions, educat ion included. Broad policies such as the 

Employment of Educators Act (EEdA) 76 of 1996, the National Educati on Policy Act (NEPA) 

27 of 1996, the Labour Relations Act (LRA) 66 of 1995 , and the Employment Eq uity Act 

(EEqA) 55 of 1998, were promulgated to realize this intent. As if to raise this commitment to a 

higher level, the presidency, having taken over jurisdiction of the nati onal gend er programme, 

directed that a policy framework be put in place to drive and guide issues of gend er eq uali ty. 

Consequently, a programme, known as the Gender Po licy Framework, was put in place . From 

the above d iscuss ion it is evident that there has been some measure of g lobal and national 

awareness regarding gender disparities. 

In the light of findin gs from different studies about women's underrepresentation in promotion 

posts in educational leadership, researchers have made various recommendations to add ress the 

gender-based prob lems in teaching. 
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Mestry and Schmidt recommend education campaigns through workshops to eradicate 

stereotypical perceptions and di scrimination, coupled with adherence to gender equity policies 

and legislations as the way fo rward (Mestry and Schmidt, 201 2: 535). Coombs recommends a 

change of attitude among stakeho lders and development of a management deve lopment 

programme fo r women leaders in education (Coombs, 2004: 17). 

Moreau et al. recommend challeng ing the power structures and cultures that hinder gender equity 

and training and conscientising the employer at school level to become proactive in gender 

equ ity issues (Moreau et a l, 2008 : 574) . Diko cha ll enges women themselves to exerc ise their 

democratic right and speak out about perce ived injusti ces (Diko, 2006: 115). Schools are being 

urged to develop gender sensitive policies and aggress ively implement them (Di ko, 20 14: 832). 

2.3 THE EXTENT TO WIIlCH WOME TEACHERS ARE UNDER REPRESENTED 

1N LEADERSHIP POSITIONS 1N SCHOOLS 

Extensive research has been done regarding the issue of gender disparities in educati onal 

leadership globa lly . Research conducted globally and nationally portray teaching as a highly 

fem in ized profession. Research findings fro m England (Moreau et al. , 2005: 10), Greece 

(Kyriakoussis, 2001 : 1) and New Zealand (Brooking, 2008 : 42) show that the teaching 

profession is female-dominated, though the female teachers are gross ly under-represented in 

leadership pos itions in schoo ls. 

Women underrepresentation in educational leadership is indeed as global (M arczynski, 2011 , 

Kyriakoussis, 2006), continental (S teyn & Parsaloi, 201 4; Barmao, 2013; Chabaya, 2009), as it is 

national (Mooros i, 2010; Diko, 2006, 201 4; N dadane, 2013 ; and Lumby et. al. , 201 4). 

In her dissertation findin gs as a Doctoral student at the Washington State Uni versity in 2011 , 

Kaczynski reported a continued low admi ss ion of women into secondary school leadership 

pos itions. This, according to her, was an area fo r concern as in her v iew, "this 

underrepresentation of women in high schoo l principals ' positions may contribute to the 

underrepresentat ion of women in the superintendent position as well. " This assertion is important 

to this researcher. 
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Viewed from a South African perspective, the researcher reaffirms the concern expressed and 

believes that thi s translates into low admittance of wo men leaders into district, provincial and 

eventually into nat ional echelons of educational leadership. The result is the absence of female 

voices in these hi gher and influential corridors as far as po li cy is concerned . 

Marczynski's scenario about gender inequality in the allocation of promotion positions in 

American secondary schoo ls is reaffirmed by th e asse rti on, "American secondary schoo ls are 

a lmost enti rely headed by male principals, while women make up about half the teach ing fo rce in 

these schoo ls" (Bartling, 201 3: 8). These findings also resonate with the view expressed by 

Co leman (2005) quoted in Bartling (20 13), that "as the teaching profession becomes a femi nine 

occupation, men preserve their dominance and hegemony by moving to positio ns of leadership, 

leaving women as simple teachers." 

The global nature of gender inequali ty in senior posit ions in education can never be 

overemphasized. Research in Greece, the United Kingdom, New Zealand, Austral ia and 

Indones ia report evidence of the existence of the problem. 

C iting the situation in England Moreau describes schoo ls as "feminized" work environments ( 

Moreau et al, 2007: 237).Thi s scenario is reaffirmed in the research done in 2008 about gender 

representation in leadership positions in schoo ls in England (United Kingdom) which presents 

women as representing 84.3 percent of the teaching workforce in nursery and primary schoo ls, 

54.2 percent in secondary schoo ls, but only 63 .0 percent and 32.5 percent of head-teachers 

respectively (Moreau et.al, 2008: 554). 

A similar picture is presented in Indonesia where the number of women in school principalships 

is less than half of the males . This, in sp ite of the fact that the teaching workforce is dom inated 

by the female gender (Rashidah, 20 I 0: l ). 

In the late 90s and early 2000s in Greece, the female teachers outnumbered the ir male 

counterparts in the teach ing workforce, Kyriakoussis et.al (200 1 ) . However, senior positions are 

male dominated. 
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In America, gender inequali ty in senior positions in schoo ls is also acknowledged. According to 

Marczynski, despite there being a deliberate in st itutionalization of affi m1ative action through 

programs and po licies designed to address gender equity in leadership positions in schoo ls, there 

is continued underrepresentation of women princ ipals in schoo ls in America (Marczynski 2011 : 

iv). 

Studies conducted in Kenya by Steyn and Parsaloi (2014: 5980), in Zimbabwe by Chabaya et al. 

(2009: 236), South Afr ica by Greyvenstein (1989), Chabalala (2005) and Lydia Coombs show 

that Africa has not been spared the issue of gender underrepresentation in education. In South 

Africa, gender imbalance in educat ion has been ev ident fo r a long time (G reyvenstein, 1989: 13) . 

Findings from research done in Kenyan schoo ls show that, despite women having attend ed the 

same management courses as the ir male counterparts, ' women are st ill underrepresented in 

middle and senior management roles" (Barmao, 201 3:25). The Zimbabwean s ituation is not any 

different: "considering the persistent underrepresentation of women in schoo l headship in 

Zimbabwe, despite a lmost three decades of efforts to ach ieve gender eq uity, there is no one 

answer as to how to increase the number of women schoo l heads." (Chabaya, 2009:249). Though 

this appears to be a defeatist position, it gives credence to the assertion that the s ituation in 

Zimbabwe is the same as elsewhere in Africa and abroad. However, more should be done to 

change the situation. 

Back home, the scenario is as fam iliar as elsewhere. Both Kader Asma!, a previous Minister of 

Education, and Angie Motshekga, the current M inister of Basic Education, have acknowledged 

the existence of gender imbalance in education in South Africa. The transformation framework 

entitled TIRISANO, spearheaded by Min ister Kader Asma! (parliamentary address, May 24, 

2001) was an attempt at addressing gender disparities in educat ion. Later Angie Motshekga, the 

current Minister indicated that only 36% of school Principals were women, City Press (23rd 

August, 2013) despite the fact that women constituted the majority of the teacher workforce. In 

echoing Minister Motshekga' s sentiments, this, indeed, should be cause for concern by all , 

particularly because women constitute the majority in soc iety and in the educat ion sector in 

particular. 
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This persistent nature of gend er imbalance has the potential to dampen the morale of the majority 

gender (women teachers), consequently affecting job performance levels, more so that women 

tend to be discouraged from advancing themselves profess ionally as they fe lt thi s effort will not 

necessarily translate into advancement into leadership pos itions for women (Ndadanse, 201 3: ii). 

Gender imbalance is, therefore, a problem that deserves urgent redress, a view shared by 

researchers such as Diko (2006: 2), omlomo (Nomlomo et a l. 201 2: 4 1) and Moorosi (2010) 

2.4 WHAT ARE THE GENERALLY PERCEIVED REASONS FOR 

UNDERREPRESENTATION OF WOMEN IN EDUCATIONAL LEADERSHIP 

POSITIONS AS LEARNED FROM LITERATURE REVIEW? 

Prev ious researchers, both local and international, have highlighted a number of barriers that 

explain why women teachers have found themselves in these marginalised situations in schoo ls 

(Steyn & Parsaloi , 20 14: 5980; Chabalala, 2005; Chabaya, 2009: 239 - 243 ; Coombs, 2004: 15-

17, Diko, 2014 : 827; SACE, Kanjere et al. , 2011 : 250-252; Mooros i 2010 : 1-18). The ir views are 

discussed below: 

2.4.1 Gender stereotyping 

Rashidah (2010: 5) contends that "women are consid ered to be weak compared to men, and are 

believed to have no capabilities to be good leaders." 

Rashidah draws support fo r this assertion from the [ndonesian traditional point of view, that 

women are frag ile and delicate, therefore they need protection and will always be depend ent on 

man fo r this. Chabalala (2005) expresses similar stereotypical sentiments wherein he contends 

that traditionally women have been portrayed as weak, pass ive, dependent, and good fo llowers of 

men. 

According to Kiamba, Kelly and Ossumba (in Steyn et al. , 2014), women were historically 

encouraged to develop personality traits and behav iour that made soc iety perceive them as 

lacking confi dence, emotiona l and incapable of handling communi ty confl icts. Unfortu nately, a ll 

such attributes assoc iated w ith the female gender do not in any way positively enhance women 

teachers ' aspirations to leadership pos itions in schoo l. 
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2.4.2 Lack of role models and mentorship 

Steyn and Parsa loi (2014: 5983) contend that as a result of stereotyping, negative myths of 

capab ilities are created around women aspirants to educational leadership. To counter this, Steyn 

et a l. believe, " there is need for women aspiring to leadership to observe those women in 

leadership who reflect the ir leadership styles." Coom bs shares the same view in his contention 

that a young person sees what he or she wants to become as embodied in the mentor (Coombs, 

2004: 14). Mentors, are therefore, crucia l to the concept of ro le modelling. By extension, the 

absence of female teachers in senior schoo l posts deny female teachers the much-needed role 

modelling experience. Co nsequently, thi s has the unfo rtunate effect of stifling women ' s 

movement into school leadership positions in numbers that compare favo urably with the ir male 

counterparts (Coombs, 2004: 14) . 

Traditional values, fo r instance in Indones ia, create gender gaps as, fo r some groups of 

Indonesians, women are labell ed as ' temptati on' (Mullah, quoted in Rashidah, 201 0: 9). As a 

result, the number of female schoo l leaders is lower, as male principals are reluctant to share 

knowledge and experience with th eir fema le counterparts (Rashidah, 20 I 0: 9) . Therefore, it is 

imperative that women begin to form their own mentor ing and support networks to counter 

negative impact of these gend er di stances in profess ional environments. 

2.4.3 Low self esteem 

Self-esteem or se lf-image refers to how an individual comes to perceive himself (Mathipa and 

Tsoka, 2001 : 324). A good self-image results in a pos itive attitude about oneself, an attribute 

necessary for good leadership, wh ile a poor self-image leads to an individual of low morale. The 

resulting low confid ence discourages women teachers from aspiring to senior positions. This 

could be because they do not consider themselves equal to the task. We all need confidence, it is 

a key factor for every woman in management (Rashidah, 2010: 8) . Low self-esteem, however, 

should not cons ign women teachers to a permanent marg inalised pos ition because it is not an 

innate trait. Rather, it is a trait women acquire through soc ialisat ion (Chabaya et. al. , 2009: 244). 

Most women learn to grow out of it. 
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2.4.4 Family attachments 

"Out of economi c necessity, modern married women are ob liged to seek employment away from 

the family home, thus assuming a dual role." (Van der Westhuizen and Hildebrand, cited by 

Coombs, 2004: 15). However, "given a choice to advance their career in places away from their 

fam ily, or staying with one ' s fami ly, most women would prefer the latter. " (Chabaya, 2009: 

329). This is because from an early age, women are conditioned that a man provides for the 

family while a woman ' s role is to sit at home and look after the husband and children. The 

woman ' s career aspirations are therefore, consigned to lower ranks in the priority li st. 

2.4.5 Lack of support 

Lack of support, as a factor in gender equality has been identified by several researchers on 

gender underrepresentation in promotion positions in ed ucat ion (Chabaya et a l. , 2009; Moorosi, 

20 10, Michelle, 2007) . Chabaya et al. (2009: 246) contend that lack of support from family 

members and professional institut ional support contribute to underrepresentation of women in 

school leadership . Researching on the same issue independently, Moorosi cites lack of 

professional and institutional support for women teachers as limiting factor to women career 

advancement to principalship and other sen ior positions. (Moorosi, 2010: 556) . 

What, perhaps will be of interest wo uld be to find out whether this situation did not also apply to 

the male principals as we ll. 

2.4.6 Gendered leadership perceptions 

Morris (quoted by Coombs, 2004: 2) postulates that " perceptions that portray management as 

masculine discourages women from applying for promotion posts, because they believe they do 

not have the qualities to be managers." Whitaker (cited by Coombs, 2004) reaffirms this 

assumption in his assertion that these assumptions were found to be even more prevalent in 

ed ucational institutions than in the communities. Moorosi (2010) identified similar sentiments 

among communities in her research on female principals ' experiences in South Africa. 

Stereotypes like these wi ll not only discourage aspirants to principalship, but serve to demoralise 

those already occupying principalship posts. 
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2.4.7 Women lack emotional intelligence 

Schmidt (201 2: 53 8) believes that principals work in a more diverse pressure-packed 

environment than ever befo re. To perform, Schmidt postulates, principals need the ability to 

manage the emoti ons that go with the situation. Emotional intelligence is defined as the 

inte lligent and skilled use of emotions in different situations. Cubilio and Brown (cited in 

Schm idt, 201 2) fo und that South African women struggle with perso nal issues which include 

emotions, aspirations and confid ence. When weighed down by these issues, Cubilio believes that 

they are perce ived not to have the self-esteem required to become successful leaders. 

2.4.8 Glass walls and ceilings 

Glass walls, also referred to as glass ceilings is a term used to describe the invisible artificial 

barri ers created by attitudinal and organisational prejudices (Coombs, 2004: 16). Invisible, in the 

sense that since there are no objective reasons for women not to rise to the very top, then there 

must exist inherent discrim ination embedded in the structures and processes of both 

organisat ions and soc iety in general. 

Coombs further argue that "glass wall s" mean that women managers tend to be concentrated in 

certain sectors of the working fo rce, usua lly, non- strategic posit ions rather than in line and 

management j obs that lead to the top (Hammonds, cited by Coombs, 2004). 

In the case of educati on, glass walls translate into female teachers being concentrated in PL l 

(classroom) responsibilities while their male counterparts occupy promotion pos itions in schools. 

The International Labour Organi sation (ILO) al so acknowledges the ex istence of glass walls 

(Coombs, 2004). 

2.4.9 Culture and traditions 

The role of culture and tradition in undermining a fair number of women in schoo l leadership 

pos itions cannot be overemphas ised: cultu rall y, des irable feminine behaviour is considered to be 

nurturing and caring fo r others, hence female teachers give preference to the family roles rather 

than advancing their own careers (Logan, cited in Chabaya et al, 2009: 247). 
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Rashidah (2010:5) presents the Indones ian cultu ral view that women are fragile and delicate 

fi gures while men are strong and brawny, thus portray ing women as creatures that needed to be 

protected and will always depend on men. Surely, a soc iety harbouring such a view cannot be 

expected to put women in pos itions of leadership . Unfortu nately, this mascul ine v iew is 

dominant in many other tradit ional societies such as South Africa, Kenya, and Zimbabwe 

(Kanj ere, 20 11 : 25 1; Chaba lal a, 2005; Chabaya et a l. , 2009; Moorosi, 20 10: 11). For instance, 

express ing the general impress ion that women are not good leaders, the Bapedi and North ern 

Sothos of Limpopo province in South Afri ca have it in their Proverbs; "Tsa etwa ke ya tshadi 

pele di wela leopeng" which means: " if a leader is a woman, di saster is bound to happen." 

Kanj ere et. al. (201 1: 245) . The Bapedi fu rther express the limitation of a wo man in terms of 

what she can contribute to society in a proverb " mosadi ke tswene o lewa mabogo." translated in 

English, th is means that "the only contribution a woman can make in society is thro ugh her 

phys ical work." Kanjere et. al. (20 11 : 246) . If this scenario is what pertains in traditional South 

Africa, I am afraid if this generation does not undergo paradigm shift on gender, hav ing women 

in leadership roles would be a ta ll order. 

2.4.10 Lack of networking 

A bsence of the "o ld boy networks" among women teachers denies them much-needed 

mentoring, ro le models and support structures (Chabaya et a l. 2009; Mooros i, 2009: 15) 

2.4.11 Absence of the female voice 

The result of male domination in leadership pos it ions in education implies that dec is ions are 

taken with less or no input fro m women so that aspects of gender equity and equ ality are hardly 

considered (S uryad and Idris, quoted in Rashidah, 20 l 0). This makes the need for women 

teachers to band together around the common goal - increased women leaders in schoo ls - more 

urgent than ever before. 

2.4.12 Gender Roles Socialisation in Schools 

In most soc ieties chi ldren are socialised into gendered ro les, with girls be ing considered less as 

regards their education compared with the male child (Coombs, 2004: 6). 
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According to Diko (2004: 11 5) there is ev id ence of assigned chores and thinking that refl ect the 

local soc ial construction of gender roles fo r both learners and teachers in Hope H igh school, a 

school of her focused research. In Hope High School, wo men teachers performed chores and 

headed structures that performed feminine gend ered tasks. G irls performed feminine chores such 

as sweeping both staff and class rooms, cleaning bathrooms and washing the sports uniforms, 

sim ilar gendered chores as in their homes . In fact, this is not an iso lated incident, but a reflection 

of what happens in most schools (Herward and Bunwaree, 1999: 97) . As Diko observes, Hope 

High School, indirectly soc ia lises students and continues soc iety's conditioning of the staff to 

maintain gender inequality. 

2.5 EFFORTS TO REDRESS GENDER DISPARITIES 

Literature review reveals that a ll countries that have acknow ledged gender disparities in senior 

positions in schoo ls have tried to put strategies in place to redress gend er imbalance . 

All these objectives were intended to faci litate career planning and management training, 

personalised educational management deve lopment and enhancing gender equity. 

2.5.1 Efforts by other countries 

Stud ies conducted in different countries reveal the presence of official awareness about gender 

imbalance in leadership positi ons in schoo ls. 

Evidence also abounds concerning efforts to redress the problem. In Z imbabwe, for instance, 

since atta inment of independence in 1980, the country has demonstrated government efforts to 

remove all forms of sex discrimination in the society (Chabaya et al. , 2009) . For exampl e, the 

government has alluded to several natio nal and international gender declarat ions and 

conventions. Among these are the 1979 United Nations Convention on the E limination of all 

Forms of Discrimination Against Women (CEDA W). The release of Public Service Circular No 

11 of 199 1, the gend er affirmative action of 1992, the 1999 Nziramasanga Commiss ion, and 

National Gender Policy of 2004 are all illustrative of this national effort. 
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In Kenya, the Kenyan government has taken so me measures to address gender di sparities m 

school leadership thro ugh appro priate po licies and programs, Chisikwa and Indoshi (c ited m 

Barm ao, 2013: 5989) such as the introduction of gender sensit ive teaching materia ls, re-entry to 

schoo l of ado lescent mothers, enhanced bursary fu nds fo r g irls ' education, and the estab lishment 

of a ministerial task fo rce on girls . This is intended to increase the num bers of educated women 

by eradicating barriers to girl 's access to education as a first step. 

Now fo r women empowerment, po licy and legis lative arrangements have been put in place to 

achieve equal treatment and representation of women in profess ions and decision-making, 

legislation that women' s part icipation in dec ision-making bodies on equal terms with men is 

guaranteed in the Kenyan Constitution. In terms of educati on, the Kenyan government is also a 

signatory to international protocols re lating to education and the human rights of women and 

girls. 

According to Ossumba (c ited in Barmao, 201 3: 5989) these steps " imply that Government 

should focus on providing leadership training of women in a ll levels of management to equ ip 

them with skills that are required for educational leadership and management." 

2.5.2 Global efforts 

From personal experience, the researcher is of the v iew that more than one explanati on could 

ex ist for the same phenomenon. It therefore fo llows that, other than legislative and policy 

provis ions, advocacy fo r eradication of gendered disparities could come from other persuas ions, 

such as relig ious, women' s ' lobby groups, tradi t ional fo rmations or eminent fi gures in society. 

The researcher seeks to find out if diverse fo rmations want gender inequit ies removed . 

According to a report, "The thematic papers o n M illennium Development Goals," m March 

2009, the ILO estimated that between 10 and 22 million more women w ill e ither be rendered 

unemployed or be pushed into insecure j obs at a faste r rate than men. This is a c lear indication of 

how insecure cond itions in the job market affect more women than men, a case in po int of 

gendered discrimination against women. 
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In recognition of such imbalances, Millennium Development Goals (MDGs) have been 

developed by the United Nations, setting target dates by which programm es of redress ing world 

challenges w ill be realised . Millennium Deve lopment Goals 2 and 3 are United ations goals 

targeting e lim ination of gend er disparities in girls in primary and secondary education and 

intending to empower women in employment. 

Cons iderable success has been recorded regard ing increasing girl ' s enrolment in primary and 

secondary schoo ls, despite the MDG 2 and 3 havi ng missed the initia l date 2005 fo r eliminating 

gender disparity in primary and second ary ed ucat ion. 

Cited among the reasons for this success are e limination of school fees whi ch has encouraged 

those who could not afford to go to school. MDG 2 and MDG 3, though concerned w ith girls ' 

educat ion, actually, by extension, translates into limited upward mobility into senior positions by 

women teachers, as their education opportun ities which could have been stifled at an early age 

wou ld open up . 

GOS at global level have a lso had their input. For instance, in 1995, the United ations held a 

conference on women in which South Africa participated (SANPFWE, 1995). Gender equality in 

all spheres of governance and leadership was the topical issue fo r this confe rence. 

2.5.3 Continental and Regional efforts 

EPAD means ew Partnership for Afr ican Development. It is an economic development 

programme of the African Union. It was adopted in Lusaka in 2001. 

Its relevancy to gender equali ty in education can be located in paragraph 68 on GOALS. The 

NEPAD document, in thi s sect ion on its goals, comm its to " make progress towards gender 

equality and empowering wo men by eliminating gend er disparities in enro lment in primary and 

secondary education by 2005," (Ingle, 2005 : 3) . 

The researchers v iew though is that, apart from thi s general intent at redress ing forms of gender 

disparities, there appears to be no explic it intention by NEPAD of confront ing gender 

inequalities in leadership positions in schoo ls. 
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Or is it assumed that eliminating enro lment inequaliti es in schoo ls, w ill automatically translate 

into space in promotion posts for women teachers in schoo ls? This appears to be a far-fetched 

practical reality. For thi s reason, fro m a gendered perspective, in Ing les artic le, EPAD is 

reported to have been accused by Sara Longwe of bei ng "gender blind ." 

This African Union effort, th rough EPAD, is suppl emented by efforts from the Southern 

African Development Communi ty (SADC), through its gend er po licy. 

Accordi ng to South Africa' s Natio nal Gender Po licy Fram ework, South Afr ica is a member and 

a signatory to a declaration committing governments of member countries to efforts intended to 

rea lise gender equality in a ll spheres including education (NGPF: 2.2) . 

2.5.4 ational efforts, legal and civic 

In South Africa, as early as 1995, the South Afri can Government had ratifi ed a number of 

internat ional Conventions on the Elimination of a ll fo rms of Discrimination against Women 

(CEDAWA). 

On a national level, through Parliament the country had estab lished a ational Po licy Framework 

on Gender. By this nat ional and international polic ies, parli ament and the executive were legally 

bound to work actively towards the abo lition of gend er discrimination in a ll spheres of human 

endeavour. It must be remembered that this was a consc ious decis ion the government took. 

It therefore demonstrates awareness and the desire to pursue gender equity and gender eq uali ty. 

With the advent of the new dispensation, the des ire fo r gender equality gained such momentum 

that, soon, under the j urisdiction of the pres idency, a po licy framework t itled: South Africa's 

National Policy Framework fo r Women's Empowerment and Gender Equality (SANPFWEGE), 

later to be known as National Gender Policy Fram ework (NGPF) was established. According to 

thi s at ional Gend er Po licy Framework, the main objective is to establ ish a clear v is ion and 

framework to guide the process of developing laws, po lic ies, procedures and practices which will 

serve to ensure eq ual rights and opportun ities fo r women and men in a ll programmes of 

government, its agencies and parastatals, c ivil society and the private sector. 
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The Gender Po li cy Framework is premised on the und erstanding that there are gendered power 

relations that disadvantage women in severa l spheres. The Gender Policy Task Team a 

component of the GPF, identifies, among others, the fol lowing as areas where women are 

likely to continue being marginali sed: 

• Envisaged benefits of globalisat ion 

• Political power sharing 

• Economic empowerment 

• Equal opportuni ty to receive redress in areas such as HIV/ AIDS and poverty 

• Access to c ience and Technology as fundamental components of deve lopment 

• Access to basic needs (education included) . 

It is this last point that becomes fundamentally important for this study here. 

To guide the po licy frame work towards realisation of its goals, the fo llowing perfo rmance 

ind icators were form ulated to a llow for monitor ing and evaluation: 

• Women ' s enhanced access to resources for econo mic development; 

• Women ' s earning power and their invo lvement in the economy; 

• Reduction of women' s vulnerab ili ty to social injustice such as poverty, HIV/AIDS 

and v iolence; 

• The extent to which women participate in politi cal dec ision-making; 

• A change in attitude to women and enhanced recognition of the value they add to 

Society; and 

• Women 's access to professiona l opportunities enhanced. 
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2.5.4.1 The legal framework of the National Gender Policy 

The ational Gender Po licy does not operate in a legal vacuum. It derives legal credence fo r 

practical express ion through an enabl ing legal framework of legis lation by parli ament and other 

legislative bodies (NGPF: 2.2) . An example of these laws is given below: 

• Section 9 Act 108 of the 1996 Constitut ion of South Afr ica states that everyone is 

equal before the law and no one may be discriminated against on any gro unds 

including race, gender, sex, origin, ethnicity, co lour, relig ion . This is the bas is on 

which a ll other laws agai nst d iscrimination draw their authority. 

• Section 4(c) of Nat iona l Education Po licy Act (NEPA), 27 of 1996, aims at 

achievement of equitable education opportunities and redress of past inequality as 

well as the advancement of the status of women. In schoo ls, this Act wi ll translate 

into equal pro motion and leadership opportunities fo r women teachers. 

• Section 7 ( i)(b) of the Employment of Educators Act (EEdA), 76 of 1998, dictates 

that in the appo intment or fill ing of any post on any educator establ ishment due 

regard shall be had to equality, eq ui ty and other democratic values and principles 

contemplated in section 195(1) of the Constitution of South Afr ica. This means the 

SGB as the recommending authori ty must be we ll versed in these legal and policy 

imperati ves. 

• Section 20 l (i) co nfe rs on the School Governing Body (SGB) the power to 

recommend to the DoE Head of Department the appointment of an educator to the 

school. In doing this, however, due regard must be had in term s of eq uity and 

equality as promulgated in NEPA, EAA, the South African Constitution and other 

related po lic ies . Other policy promulgations on issues of gender equality and equity 

include the fo llowing: 

o The draft National Wom en Empowerment policy of 1995 

o White Paper on Transforming the Public Service 

o White Paper on Affirmative Action in the Public Serv ice 

o Batho Pele 

o Gender Equi ty in Education 

o Report of the Gend er Equi ty Task Team 
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Despite the existence of all these c ivic, legal and po licy arrangements, gender disparities have 

persisted. 

The question that comes to one ' s mind then is: Are there inherent contradictions in these 

arrangements which subvert policy intent, or is it that sufficient implementat ion mechanisms are 

not in place? 

2.6 RECOMMENDATIONS BY PREVIOUS RESEARCHERS ON HOW TO 

REDRESS GENDER INEQUITY 

Previous researchers in South Africa (Nshimane, 1995 ; Kanjere et al.; Coombs, 2004; Chabalala, 

2006; Moorosi, 20 10; Diko, 2006, 201 4; Lumby et al. 20 14; etc.) made several and diverse 

recommendations and yet the problem of gender disparities remains. This section d iscusses some 

of these recommendat ions: 

2.6.1 Paradigm sh ift 

As discussed earlier (2.4. 1, 2.4.7), cultu ra l stereotypes and prejudices aga inst women mitigate 

against women actualizing their potential. To counter th is, Kanjere suggests education for rural 

communities to put aside their trad itional mind set, which looks down upon women leadership, 

so that they begin to acknowledge the great contribution made by women (Kanj ere et a l.201 1: 

252) . Mathipa and Tsoka had raised similar v iews as early as 2001 (Mathipa et al. 200 1: 320) . 

More recently, Moorosi supports this assertion when she argues that "to counter perpetuating the 

reproduction of a continued male domination created by the interplay between social norms and 

believes playing out at organizational leve ls in school leadership" there must be " change in the 

attitudes and minds of community members," (Moorosi , 20 10: 16). 

There is need to change the perceptions that the ma le gender ho lds a monopo ly of leadership . 

Kanjere lends support to this view when she advocates for creation of awareness in rural 

communities that leadership is not about gender. 
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This, she be lieves, should help women "to start to move from the view that the wor ld is male 

dom inant so that they should find for themselves a soc ial space from which they can deservedly 

play their ro le in society and be able to actualize their potential." (Kanjere, 20 11). 

2.6.2 Review gender equity policy at school level 

Doubting the effectiveness of implementation of a gender equity policy at schoo l level, 

Chabalala recommends a review of gender equity po li c ies at schoo l level (Chabalala, 2005: 115), 

a view supported by Moreau (2007: 25 1 ). However, this is not enough: Regu lar surveys should 

be conducted by Area Offices to determine whether such policies are available in schools . If not 

available, then School Governing Bodies must be capac itate and be mandated to formulate these 

policies and begin to implement them. 

Chaba lala further recommends gender equity awareness education for all stake ho lders intended 

not only to break myths about women leadership, but also to make it obligatory for schoo ls to be 

reporting on employment equity plans fo r ro utine monitoring and control by educational 

authori ties. 

2.6.3 Support, networking and mentoring structures 

Lack of support from both family and national leve ls hinder partic ipation in leadership positions 

by women (Barmao, 2013: 45). Barmao recommends the establishing and strengthening of 

mentorship systems to help young aspiring female teachers progress into leadership roles in 

schools. 

He also believes mentoring and networking shou ld be the systems that women leaders shou ld use 

to draw support and role modelling for successfu l leadership roles . Steyn (20 14: 5986) in his cal l 

for organisational motivation and support, reaffirms this assertion. 

Van Eck et al. (in Mooros i, 2010) also be! ieves in the notion of networking, whose effect, he 

contends, should be greater if coup led with invo lvement of experienced partici pants, a 

requirement that may regrettably present a challenge among the female teaching fraternity due to 

their few numbers. 
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As fo r support, espec ially from the Department of Basic Education offi c ia ls, I strongly advocate 

fo r its extension even to those wo men leaders who have a lready broken through the glass ceiling. 

There are positive spinoffs to be had from thi s support and encouragement as is evident from 

those who have succeeded (Moreau, 2008). 

As fo r support and networking, Chabaya could not have put it better when he asserts that 

"Women need to be allies to each other and develop their own network of re lationships." 

(Chabaya et al. , 2009 : 249). Chabaya implies women schoo l heads and women teachers should 

form their own assoc iations which should operate on similar lines as the "old boy's network." 

2.6.4 Affirmative action 

Chabaya et al. (2009: 249) advocate fo r women teachers to be prepared fo r schoo l leadership by 

prov iding them w ith j ob enr ichin g experi ences through: 

• the ir inc lu sion into leadership ro les; 

• des ignating them as acting admini strators; and 

• ass igning them tasks that invo lve so lving press ing problems in schoo ls. 

These are affirmat ive actions des igned to increase the ir skills and competences. To complement 

thi in tent, Chabaya recommends that affirmati ve acti on po lic ies be put in pl ace and be closely 

and seri ously monitored . Barmao (2013) and Diko (2014) lend support to this view. In her study, 

on women in educat ional leadership, Diko reco mmended that her case study school needed to 

put in place a po licy framework fo r implementing the country's gender policy and to support 

those women w ho were in leadership pos itions. This recommendation, though apparently 

specific to the research schoo l, nevertheless carries general relevance. 

Affi rmative action hould not only aim at removing practical barriers that di sadvantage women, 

but should include programmes that provide training, adv iso ry group goals, fin ancia l assistance 

and moni toring of outco mes (Steyn & Parsa lo i, 201 4: 5986) . 
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2.6.5 Abolition of the notion of the best candidate for the job 

On face val ue, there can never be a better argument than " the best candidate fo r the job." It 

appears to be a cri te rion based on merit. But "merit", argue Blackm ore et a l. (cited in Mooros i, 

20 l 0), is a social construct "that refl ects the experiences of those who defi ne it", and those 

already in the j ob. In a patriarcha l soc iety this may have a different connotation for women 

principals in South Afri ca, where the best candid ate, according to the SGB discriminatory 

perspective, could be a strong man (Mooros i, 2010: 15) . These impl ic it and explicit pre

determinants fo r the best candidate systematically place women teachers at a disadvantage in 

terms of consideration for recommendation fo r schoo l leadership pos itions. Unless all 

stakeholders begin to ho ld gender- neutral perspectives of best candidates, gend er equity and 

gender equali ty wil l remain a battle that wi ll be fo ught for a long time to come 

2.7 CONCLUSION 

In th is chapter, the study dealt with li terature rev iew on gender underrepresentation in education 

leadership generally. The chapter highl ighted the global, co ntinental and nat ional fin dings from 

prev ious studies conducted on gender underrepresentati on of women teachers in school 

leadership . Generally perceived reasons for gender d ispar iti es in education leadership have been 

highlighted . Global and national attempts to redress the problem have also been discussed. 
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CHAPTER 3 : RESEARCH DESIGN AND METHODOLOGY 

3.1 INTRODUCTION 

Chapter 2 dealt w ith literature rev iew on gender underrepresentation in education leadership 

general ly. The chapter highlighted global, continental and national findings from previous 

studies conducted on gender underrepresentation of women teachers in school leadership . 

Generally perceived reasons fo r gender di sparities in education leadership were highlighted . 

G lobal and national attempts to redress the problem were also discussed. 

Chapter 3 will present a detailed explanation of the research des ign, the methodology to be used 

in the study. Methods used to co ll ect, analyse and interpret data will be discussed. Sites and 

respondent selection procedures will be di scussed. The role of the researcher and ethical issues 

will be addressed. 

3.2 RESEARCH DESIGN 

Accord ing to MacMilland and Schumacher (2010: 102) a research des ign is a plan for selecting 

subjects, research sites and data collection procedures. The research des ign shows which 

ind ividuals, when, where and under which circumstances they will be studied. In other words, 

the research design indicates the general plan of the research, it describes how the research is set 

up, what happens to the subj ects, and what methods of data co llection are used. Mouton (2011) 

reaffirms this v iew when he describes a research design as a blue print of how you intend 

conducting your research. 

Creswe ll (2009: 3) calls a research design a plan, a strategy and procedure for research, 

comprisi ng dec isions from the underly ing worldviews to the detailed methods of data co llection 

and analys is. 
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3.3 QUALITATIVE RESEARCH APPROACH 

A qualitative approach, combined with an interpretive approach, and embedded in a social 

constructivist world view is adopted for this approach. A qualitative study is a study whose 

findings and analysis is done through the use of language . This study seeks to explore the varied 

meanings that different stake holders in education ascribe to the disproportional representation of 

female teachers in leadership positions in schoo ls. The choice for this approach was, therefore, 

prompted by the fact that the approach acknowledges this value of the participants ' perspectives 

(Creswell, 2009: 176; MacMillan & Schumacher, 2010: 3 19) . A social constructivist world view 

is adopted for this study as it seeks to use multiple data co llection methods in order to understand 

the multiple meanings that the participants themselves have constructed about gender disparities 

in promoted positions in schools based on their social and historical perspectives. These 

participant meanings wi ll emerge during data analysis as themes intended for interpretation. 

These meanings, interpreted from participants own meanings, will be interpreted further by all 

researchers and others that may read this research report. This study, therefore, fulfils the tenets 

on which a qualitative research with a social constructive world view is premised. 

Since qualitative designs provide for alternative explanations, McMi llan and Schumacher, 2010: 

319), data generation wi ll be sought from multiple sources by collecting data from several 

subjects (women teachers, women principals, male principals, SGB members and education 

officials). Multip le data sources allow for triangulation to enhance validity and reliability which 

are hall marks of truthfulness (McMillan and Schumacher, 2010: 104; Creswell , 2009: 190). This 

study is limited to Ramotshere Moiloa Area Office, and the researcher has no intention of 

generalizing it to a broader context. This reaffirms Greene and Caracel (cited in Creswell, 2009: 

193) when they contend that "the va lue of a qualitative research lies in the particular description 

and themes developed in context of a specific site, particularity rather than generalizability is the 

hallmark of qualitative research." This means that findings of this study, while valid and reliable 

in Ramotshere Moiloa Area Office, may not necessarily be generalized more broadly owing to 

different social, cultural and political challenges . Neverthe less, the study provides a framework 

through which other researchers can conduct simi lar studies . 
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3.4 INTERPRETIVE PARADIGM 

This study is underpinned by an interpretive research paradigm . The study is focused on 

understand ing the extent of awareness that stakeho lder have on gender disparities in schools, 

what perceived reason stakeho lders hold for the ex istence of this problem and what is being 

done to redress the situat ion. The study further seeks to know whether stakeho lders perceived 

reasons corroborate generally he ld views as li terature review from previous studi es hold, or new 

know ledge and understanding w ill emerge fro m this study. An interpret ive paradigm is therefore 

ideal as all data from multiple sources has to undergo inductive analys is that termi nates in 

interpreted varied meanings . McMi llan and Schumacher (20 I 0: 6) descr ibe an interpretive 

paradigm as "systemati c procedures that postulate multiple socially constructed realities. Rather 

than being objective, researchers ' professional judgments and perspectives are considered in the 

interpretation of data." 

3.5 THEORETICAL LENS 

A theoretical framework is needed in order to place the research into a more general conceptual 

framework or theoretical orientation (Schumacher, 20 I 0 :74) . According to Schumacher, a 

theoretical lens is essent ially seen as an inte llectual or scho larly perspective in which the 

problem being stud ied is em bedded and being described. This study employs a fe minist, critical 

perspect ive as the theoretical frame work from which T wish to investigate the reasons that stake 

holders perceive to be respons ible fo r low numbers of female Pr inc ipals in schools in 

Ramotshere Moiloa., The fem ini st theory shapes the cho ice of partic ipants, the data co ll ection 

methods, the design as we ll as the way the resu lts wil l be analysed and interpreted ; inductively 

from the standpo int of participants (Schumacher: 323) . This theoretical framework therefore, 

ideally places this study in a particul ar soc ial and historical context. A feminist cr itical theory 

assumes that women' s "oppress ion" is caused by the marginalised location of women in the 

soc ia l, political and cul tura l order in soc iety (D iko, 2014: 827). 

The underrepresentation of female teachers in leadership positions in Ramotshere Moiloa is a 

practical case of uch marginalisat ion. Hence, the study is suitab ly located in a fem inist 

theoret ical lens. 
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A feminist perspective advocates fo r equity, equality and justice in opportunities for both men 

and women (Chabalala, 2005: 6). It attacks and advocates fo r removal of the patriarchal 

philosophy that keeps women out of leadership ro les because it is assumed that they don' t have 

what it takes to be a leader. The feminist theoretical perspective focuses on eradicating the 

gender stereotypes in dominant cultures and drawing the attent ion of society to women and their 

experiences. This is the ideal framework from which findings may emerge that can prov ide an 

opportunity to relook into equity concerns confronting women teachers. 

It is j ustice driven; hence the feminist theoretical perspecti ve is an id eal framework fo r the 

research to achieve corrective rather than retributive outcomes, since it is premised on j ustice. Its 

critical aspects are suggestive of advocacy intentions for women empowerment. Thi s study 

hopes to contribute towards such efforts. An empirical inquiry wi ll be used to determine 

educational stakeholders' views of the problem . 

3.5.1 Participants Selection 

In thi s study the researcher targeted participants chosen fro m the fo llowing stakehold er 

categories: 4 PLl women teachers, 4 women principals, 4 SGB members and 2 Area Office 

officials. 

The original pl an that inc luded an offic ial from the District Office of the North West Department 

of Basic Education was abandoned fo r logistical reasons. This change did not compromise the 

capture of intended data as the same data was obtained from one of the study participants at the 

Area Office. 

These partic ipants are people who have experienced the phenomenon of women teachers ' 

underrepresentation themselves and understood it or have been stakeholders in processes and 

procedures in which the phenomenon being studied thrives. In other words, study participants 

have been purposefu lly sampled (Creswell , 2009) . The female teachers are chosen fo r the fact 

that they may be experiencing the phenomenon while female principals may have experienced it 

themselves or may understand how those who are affected fee l. The Area Office officials chosen 

are those charged with the responsibility of running and coordinating interviews. 
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Hence, they supposedly have a rich knowl edge and practical experience regarding the processes 

and procedures of promotional interviews that supposedly perpetuate gender disparity, which is 

the topical issue in this study. 

A survey tool was used to select the four PL! teachers that finally participated in the study. 

Period of service and number of times one has applied fo r promotion were the dominant criteria 

for women teachers ' selection to participate in the interv iew. 

3.5.2 Data collection strategies 

To answer the question- what are the stakeho lders percept ions on underrepresentation of women 

teachers in leadership positions in South African schoo l in general and Ramotshere Moiloa in 

particu lar- the researcher purposefully identified documents analys is and quali tative interviews 

as re levant qualitative data coll ection method s. A ldridge et.al., (2009: 149) maintain that data

generating methods have limitations and that using a range of research methods all ows for 

triangulation of data ources . Triangulation is criti ca l for enhancing credibility of study findings 

(McMillan and Schumacher, 20 10: 24). 

3.5.3 Piloting 

The interview question s were subj ected to piloting. One participant from each group of 

respondents was asked to respond to a written set of the interview questions. This was to ensure 

that questions were as c learly understood and interpreted as poss ible. This wou ld add to the 

quality of the interview que tions necessary for validity and trustworthiness of the research 

findings. 

3.5.4 Interviews 

In this study individual in terviews were conducted using open ended questions (ANNEXURE 

A 1- A4) w ith the 4 female Principals, 1 Area Office offic ial, 4 female PL l teachers and 4 SGB 

members. 
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Logistical challenges prevented the use of focus-group interviews for PLl women teachers as 

earlier planned. 

An Interview guide was prepared beforehand to direct the focus of the interview. The interview 

technique was chosen for data collection for its inherent nature of direct interactions with 

participants, its flexibility and adaptab ility (Welman and Kruger, 2001). Through these direct 

interactions during interview, the researcher had an opportunity to gain more insight into the 

problem of women teachers ' underrepresentation in schoo l leadership positions. The flexible and 

adaptab le nature of interviews as a data generation method renders it usable for many different 

problems and different types of persons, such as those who are illiterate or too young to read and 

write, and responses can be probed, followed up, clarified , and elaborated to achieve specific 

accurate responses (McMi llan and Schumacher, 2010: 204). The interview format is semi

structured. In this study comprising participants of different levels of ed ucation background, 

these inherent interview characteristics played out favourably. 

A ll participants were exposed to similar interview questions. Additional questions called probes 

were asked depending on a particular response, to realize detail , elaboration and clarity (Maree, 

2010: 89). In addition, clarity was sought where necessary, through telephonic conversations. 

This contributes to enhancing item trustworthiness . Pseudonyms were used for a ll participants 

and in all cases, interviews were conducted in participants ' work ing environments. A ll these are 

measures are designed to protect the identity of participants. 

A compromise was reached that all participants had access to the interview protocol a few days 

ear lier so that they could prepare written responses before the actual interviews. These protocols 

were then co llected for the researcher to study responses and prepare fo llow-up probes for 

clarity. The interviews were electronically recorded and later transcribed for 70% of the 

respondents. In 30 % of the cases, technical challenges made audio-record ing difficult, and in 

one case one principal asked not to be audio-recorded, and this wish was respected. Prepared 

written responses, transcription and audio-recording ensured that all responses from respondents 

were captured verbatim. The interview duration took an average of one hour. 
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3.5.5 Documents analysis 

When documents are used as source of data, the focus is on all fo rms of written communicati on 

that may shed light on the phenomenon being investigated. Written data sources may include 

pu bl ished or unpubli shed organization reports, memoranda and administrative documents 

(Maree, 2010 : 82) . In this study, the researcher made use of the fo llowing documents: promotion 

circulars known as gazettes, national po lic ies on education, legal statutes, NEPAD documents, 

Area Office statistical data on teachers, and school policies as well as available Acts of law on 

gender equity matters (2. 7.4. 1 ). Others included records of received applications for promotions, 

and statistics on shortlisted and successfu l applicants. 

The purpose of documents analys is is to allow the researcher to generate data that g ives insight 

about statistics of teachers at diffe rent post leve ls in terms of gend er, to determine qualifications, 

experience and leve ls of ambition to leadership posts in schoo ls by female teachers . Promotional 

advertisement gazettes were examined fo r incl us ion or omiss ion of provisions that provide 

enough checks and balances on issues of gend er equity in schools. T hey could also reveal 

whether they contain enough obligations to offic ials conducting interviews to implement gender 

equi ty. Documents could also reveal at what leve l in the se lection process (s ifting, short listing or 

interv iews) gender imbalances begin to emerge. 

3.6 DATA ANALYSIS 

In qualitative approach data analys is includes organizing, accounting fo r and explaining the data. 

In short, analys is refers to the process of making sense w ith regard to the partic ipants' 

interpretation of the situation, taking into acco unt patterns as analysed by the researcher to be 

ab le to identify re levant themes (Nadine, 2013 : 32) . In this study data collected is qualitative 

data. Hence descriptive and qualitative data analys is procedures based on an interpretive 

ph il osophy were used. The procedure tries to establish the multiple meanings that the 

partic ipants attach to women underrepresentation in educational leadership pos iti ons as a 

phenomenon. From collected data, parti cipants' attitudes, perceptions, understanding, 

know ledge, fee lings, values and experiences emerged giv ing the researcher insight into the 

constructed meanings that participants attach to this particular gend er inequality in educational 

leadership as a phenomenon (Maree, 2010 : 99). 
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The researcher used an inductive data analys is approach in order to allow research findings to 

emerge from the frequent, dominant or significant themes inherent in raw data as opposed to a 

deductive a priori method which tends to obscure or render key themes invisible (Maree, 2010: 

99). 

In this study, in line with the inductive data analysis approach, the co llected data from interviews 

were read through line by line, several times, organizing it into meaningful analytical units or 

codes . This is called coding. Descriptive phrases from the text were used to organize related 

codes into categories or themes. Each category was ass igned an identifying label. The process 

was repeated several times, by reading through raw data in order to verify the categories and also 

identifying new categories to accommodate emerging data that do not fit into existing labels or 

themes. Verification was necessary to ensure that the themes agreed with raw data content, thus 

making themes more credible. It was important that I presented the themes using participants ' 

direct words as much as possible as evidence of what they actually said so as to support the 

claims I shall be making. I must hasten to add here that the themes are actually a descriptive 

summary of the meanings that participants attach to the problem. 

As a final step in data analysis, the researcher discussed the themes to give an interpretation of 

the participants' meanings . In the discussion the researcher had to bring the themes into context 

with existing theory or literature in order to determine whether the themes, as participants ' 

meanings, corroborated existing knowledge in literature or the participants ' meanings bring new 

understanding of knowledge. 

It was envisaged that as other researchers read the findings, they wi ll also give their meaning to 

the meanings attached by the researcher, thus giving credence to the assertion that qualitative 

research seeks to understand socially constructed meanings of the problem (Creswell, 2009: 

190). 
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3.7 TRUSTWORTHINESS 

In the context of research des ign (M cMillan and Schumacher, 2010: 105), " the term validity 

means the degree to whi ch sc ientific explanation of phenomena match rea li ty. " It refers to the 

truthfu lness of findings and conclusions. Explanations about observed phenomena approximate 

what is reality or truth and the degree to which explanations are accurate comprises the validity 

of the des ign. 

According to Guba ' s trustworthiness model, truth-value, applicability, cons istency and neutrality 

are ingredients to establi sh validi ty and re liabili ty of the research. In this study, trustworthiness 

was achieved through the use of triangulation (these are the various data co llection and analys is 

methods (Maree, 20 l 0: 39)) . The researcher used the fo llow ing triangu lation strateg ies: 

• Use of various techniques of data co llection (qualitative open-ended questions, 

interv iews, literature study and analy i of official documents) to ensure 

triangulation. 

• Multiple data co llection strategies. Data was transcribed verbatim audio reco rded to 

ensure that data was accurate ly captured fro m respondents 

• Clari fication of tentative fi ndings by checking w ith partic ipants . During data 

co ll ecti on, the reco rd ed interv iews were sent back to partic ipants fo r checking. Final 

transcripts were a lso cross checked with partic ipants. This was to ensure accurate 

representation, so that data captured was 

• Cross checking with literatu re. Empiri cal data was crosschecked w ith existing 

literatu re, 

• categories and themes from transcripts fo r data analys is were checked with 

partic ipants 

• Ensuring that research instruments are checked fo r expert evaluati on befo re they are 

used: The dissertation superv isor checked the research question and sub-questions 

several times to ensure that they were brought in tandem w ith research aims. 

Similarly, the interv iew questions were checked fo r congruity w ith the ma in research 

question. Thi s was designed to capture data that had re levancy to the study, thus 

reliable and valid . 

48 



• Profiles of partic ipants were checked to ensure that they possessed the requisite 

credibili ty (such as period in service, frequency of applicati ons fo r promotion, 

frequency of parti ci pation int interview processes and procedures) needed to serve as 

respondents fo r thi s part icular study. 

• A ll these strategies were des igned and executed to ensure re liabili ty and va lidi ty of 

the research methodology. 

• A holistic interpretation was made from the multipl e participant meanings obta ined 

from multiple data sources . 

A ll these measures are necessary to ensure credibili ty, reliabili ty validity and authenticity du ring 

data generat ing, data analys is and data interpreting to ensure trustworthiness of study fin dings. 

3.8 ETIDCAL CO SID ERA TIO S 

It is important that the researcher complies with ethical standards when conducting a research 

which involves human subj ects. " Ethics" generally are concerned w ith beli ef about what is right 

or wrong fro m a moral perspective. Research ethics are focused on w hat is morally proper and 

improper when engaged w ith part ic ipants or when accessi ng archiva l data (McM illan & 

Schumacher, 20 l 0: 117). Right fro m the fo rmulat ion of the research prob lem, I took cogn izance 

of ethi cal issues, ensuring that the topic and title chosen implied a research purpose suggesti ve of 

direct or indirect personal or communal benefit. Ethical issues consid ered w ill inc lude 

confi dentiality, anonymi ty, and info rmed consent potentia l harm to partic ipants, vo luntary 

partic ipation and profess ional integrity (M cMillan & Schumacher, 2010) 

( ee A XURE E). 

In kee ping w ith ethical imperatives, the researcher fulfill ed the fo llow ing: 

Ethi cal clearance was done by the Ethics Committee (ANNEXURE J) of the North-West 

University. Subsequent to this, the Faculty of Education and Training gave the researcher an 

authori ty letter ( EXURE B), which bas ically serves to introduce the researcher to a ll 

persons, organizations and education institutions that were to serve as sources of study data. This 

letter a lso served to expla in the purpose of the research. 
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Subsequently, the Area Office issued a penrnss1on letter (ANNEXURE C) that gave the 

researcher the authority to collect study data from respond ents in the Area Office and chosen 

schoo ls in Ramotshere Moiloa Area Office. 

In case of schoo ls, interviews will only be conducted after contact time to avo id lesson and 

office rout ine dis ruptions. Since official documents and info rmation are not usually fo r the 

public, permission was sought from relevant authorit ies in the Area Office to access statistical 

data in terms of posts by gender across a ll phases. This is referred to as "seeking the approval of 

gatekeepers" to access research sites and archival documents fo r data (Creswell, 2009: 89). The 

researcher ensured that all dea lings w ith the subj ects rema ined fo rmal and that study fi ndings 

were not compromised by engaging in "backyard research." Back yard research refers to 

research invo lving close relat ives or c lose assoc iates. Back yard research runs the risk of yield ing 

compromised fi nd ings. 

The researcher met the partic ipants to ensure that the purpose of the research was explained to 

the participants, and that confidentia lity and anonym ity were guaranteed (Mungenda & 

Mungenda, 2003: 19). The respondents were also made aware that part icipation was vo luntary 

and that "people had the right to refuse to divulge certain information abo ut themselves" and that 

they had the right to withdraw the ir partic ipation at any stage of the study (Oroldho, 2009: 119) . 

(See ANNEXURE E) 

Elaborate as they appear, this was necessary to ensure "buy- in" and establish trust so that 

partic ipants will be cooperative and fee l comfortable to give free , honest and vo luntary 

responses . The respondents were then requested to s ign consent fo rms (ANNEXURE E) as 

evidence that they understood the conditions under which they were participating in the research 

and that they were agreeable. Once all data generating processes have been com pleted, the 

researcher w ill ensure that the data generated is secured fo r a reasonable length of time (up to 5 

years). 
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3.9 CHAPTER SUMMARY 

This chapter presented a detai led explanation of the research design, the methodology to be used 

in the study. It d iscussed methods used to co llect, analyse and interpret data. Sites and 

respondent selection procedures have been discussed. Ethical issues and strategies to ensure 

trustworthiness of study findings have also been discussed in this chapter. 

Chapter 4 will present the empirical data generated through interviews and documents. The 

chapter also presents the ana lysis and interpretation of the study data. 
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CHAPTER 4: DATA PRESENTATION AND ANALYSIS 

4.1 INTRODUCTION 

Chapter 3 dealt w ith the research des ign and the methodology that was used in gathering data. In 

this chapter the empirical data generated fro m the fi eld is presented, analy ed and discussed. The 

thrust of the study was to find answers to key ques ti ons that fo rmed the bas is of the study. 

ine questions (A EXURE A l - A4) in the interview schedule were used for this purpose. 

These questions were purposefu lly formulated to stimulate responses that would prov id e answers 

to the research qu estions. Responses from the parti cipants were captured in descriptive fashion, 

accompanied by verbatim quotes. This fo rmed the study data. Verbatim quotes were used to 

mai ntai n orig inality of respond ent v iews. 

4.2 PARTICIPANT PROFILES 

As ind icated in chapters I and 3, study partic ipants included PLl Female teachers, Female 

Principal s, SGB members and Area Office Bas ic Educati on Officials. Each of the four tables 

below, therefore, represent profi les of the partic ipants in each of the categories . The rationale for 

respondents' profi le is to enhance reader' s apprec iation of the context w ithin which data was 

generated. 
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Table 4-1 : PLl Teachers Profile 

Participant Qualification Period Post Year Short listed and 

of applied for application invited for 

service was made interview? 

1 REQV 16 20 HODx2 2010 to 2011 No/Yes 

Deputyx2 Yes 

Yes 

2 REQV 15 22 Deputyx2 2009 to 201 5 YES 

Deputyx2 Yes 

3 REQV 14 24 HODx2 2006 to 201 7 Yes 

Deputyx2 Yes 

Principal Yes 

4 REQV 14 25 Principal Yes 

Deputy x2 Yes 

HODx2 Yes 

Table 4-2 : Female principal's profile 

Participant Highest qualification Years served as Years served before 

principal appointed as principal 

1 REQV 14 6 15 

2 REQV 16 8 20 

3 REQV 16 7 18 

4 REQV 15 8 20 
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Table 4-3 : SGB members' profile 

Participant Position on SGB Number/terms served Number of times 

as SGB member 

I Chairperson 3 

2 Secretary 3 

3 Secretary 2 

4 Chairperson 3 

Table 4-4 : DBE officials' profile 

Participants Substantive position 

C ircuit manager 

2 Circuit Manager 
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participated in 

appointment processes 

7 

9 

7 

8 

Role in appointment processes 

Coord inating AO interviews 

As observer and resource and 

advisory personnel on 

department policies. 

As a panel! ist on interv iews for 

principals. 

Sitting on interview dispute 

committees 

Prov iding guidance on interview 

procedures 



As already discussed (1.7.2.2) , these tables show study Participants w ith the requisite experience 

of promotion procedures and processes which render them relevant as sources of study data. 

4.3 RESEARCH QUESTIONS RESTATED 

When interview questions were form ulated, care was taken that each interview question seeks to 

provide responses that should be addressing one or more of the research questions (1.3). By 

analysing and interpreting responses to the interview questions, one is actually determining the 

emergent themes and the extent to which the research questions have been addressed, 

As such, in th is study the research questions are relevantly used as predetermined themes serving 

the role of emergent themes, while interview questions with the ir responses fulfil the role of 

categories that make the themes . 

Once the categories ant themes are analysed, data is presented, interpreted and discussed in 

relation to the predetermined themes (Research questions) . These research questions are 

therefore restated below: 

• What are the existing policy arrangements and legal prov1s1ons for the 

implementation of gender equity in the schools under study? 

• To what extent are women teachers under-represented in educational leadership 

positions in general and in schools in Ramotshere Moi loa Area Office in particular? 

• How much awareness about women teachers ' underrepresentation in promotion posts 

exists among stakeholders in Ramotshere Moiloa Area Office? 

• What are the generally perceived reasons for underrepresentation of women in 

ed ucational leadership positions as learned from a literature review? 

• What are the actual reasons for gender imbalance in school leadership from the 

perspectives of stakeholders as derived from an empirical study? 

• What are stakeholders ' suggestions on what should be done to increase women ' s 

representation in educational leadership positions? 
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4.4 EMERGING THEMES 

Since research questions represent emergent themes in thi s study, the research questions are 

therefore rephrased and stated as emergent themes below to help guide the presentation 

interpretation and discuss ion: 

i) Leadership attributes 

ii) Existing poli cy arrangements and legislation 

iii) Extent of underrepresentation. 

iv) Levels of awareness about gender inequali ty. 

v) Generally perce ived reasons fo r und errepresentation of women teachers in school 

top leadership pos itions. 

vi) Actual reasons fo r underrepresentation of women teachers in school to p leadership 

pos iti ons in Ramotshere Moiloa. 

vii) Stakeholders ' recommendations for reducing underrepresentation of women 

teachers in top school leadership pos itions. 

4.5 PARTICIPANTS' PERCEPTIO S OF THE RIGHT ATTRIBUTES FOR THE 

PRINCIPAL'S POSITIO 

The rati onale fo r this section is to he lp the researcher get an insight into depth of knowledge by 

the stakeholders about what qualities they believe a principal should have to he lp him perform 

his functions as stipul ated in his terms and conditions of service as a schoo l manager. 

When asked about the ir perceptions about the attributes that are considered fo r the Principalship 

pos ition, respondents ' views were as varied as they could be. However, shared consensus was 

evident in a number of responses too . Given below are the responses and discuss ion thereof. 
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4.5.1 Responses from PLl female teachers 

The female PLJ teachers believe that the principal must possess the fo llowing attributes in order 

to run the school effectively and efficiently 

• Must have Vision and ability to reach that vis ion 

• Must manage the institution as a whole 

• Plan the activities of the school in an organized manner 

• Be able to lead all the activities of the school and control them 

• Have a healthy relationship with all stakeholders and involve them all the way 

• Must be approachable 

• Must be fri endly but firm 

• Must be disc iplined 

• Must be dedicated to duty 

• Have ability fo r conflict resolving 

• Must be understanding 

• Have respect fo r teachers 

• Must be able to accept challenges 

• Must be able to accept criticism 

• Have knowledge and understanding of policies 

• Must be fair 
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4.5.2 Responses from Principals 

In respond ing to attributes for the principal ' s position the female principals had this to say: 

• Knowledgeable on ed ucational issues and matters besides education 

• Total dedication to duty 

• Must be intelligent 

• Innovative and progressive 

• A good li stener 

• Prob lem solver 

• Instructional leader 

• Must be a planner 

• Good resource management 

• Must be a discip linar ian . 

• Must be strict but fa ir 

• Good communicator 

• Must be ethical and professional 

• Must be religious to enforce eth ical behaviour 

• Hard worker 

• Passionate about teaching 

• Conflict resolver 

• Profess ionally qualified 

• Understands policy 

58 



4.5.3 Responses from SGB members 

On the question of attributes for the principal, SGB members responded as fo llows: 

• Must be qualified 

• Possess experience of educational policies 

• Must have good management ski lls 

• A disciplined individual 

• Must be ethical 

• Have love for children and have their we ll-being at heart 

• Must show great interest in their learning 

• Good human relationships 

• Strict but fair 

• Must be visionary 

• Passionate about one's work 

• Must have courage to take unpopular but correct decisions 

• Must be a hard worker 

• Must possess emotional intelligence to handle heated moments 

• Good listening skills 

• Patient and polite individual 

• Possess conflict reso lving skills 

• Possess good managerial skills 

• Must have leadership ski lls 

• Must be a focused person 

• Must have comprehensive understanding of the curricu lum 

• Should possess strong personal management skills 

• A good resource manager 
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4.5.4 Responses from the educational officials 

On the question of attributes for a principal' s pos ition, the educational officials considered the 

fol lowing as the right attributes: 

• Hard working individual 

• Dedication to work 

• Pass ionate about work 

• A good track reco rd 

• Well conversant with policy and legislation around educational issues 

• Performance driven 

• Conscientious 

• Profess ional 

• Consistent Self empowering individual 

A closer look at these attributes reflects a broader society v iew. Soc iety expects the Principal to 

be honest, profess ional and eth ical, profess ional and qualified because the Princ ipal is selected 

among teachers and teachers are expected to be both academically and profess ionally qualified. 

The attributes refl ect Society ' s expectations of a public offi ce bearer who is entrusted with 

carrying out the educational mandate of the ir wards. They also reflect qualities that would enable 

the principal to competently deliver on his prescribed duties (EEqA, l 998(A) ( 4 .2)) of leading 

and managing personnel, resources, general admini strative dut ies, schoo l curriculum, co

curriculum and extra-curriculum, interactions with the community and education officials, 

among others. 

A schoo l is a mix of a ll characters and personaliti es. Co nflict is, therefore, to be expected and 

should be addressed profess ionally and fa irly reso lved, guided by policy. Schools by their nature 

and mandate attract a lot of public interest, w ith teachers expected to be dedicated and passionate 

about teaching. Principa ls should exhibit these attributes because they are, after a ll teachers, and 

society expects Principals to enfo rce these attr ibutes among their staff. 
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They are the "captain of a ship", which is a mix of diverse people, expected to steer the ship in 

the correct direction, in storm and calm waters, assuring crew and passengers that they and the 

cargo are in safe hands . It is not surpri sing, therefore, that stake holders expect them to be 

visionary, experts, polite, knowledgeable about their curriculum, passionate and problem so lvers. 

The stakeholders ' expectations of the principal are really high. 

4.6 EXISTING POLICY ARRANGEMENTS AND LEGISLATION 

This section seeks to determine whether stakeholders know about the existence of policy and 

legislation on gender equality that guide promotional appointments in school leadership 

positions. It a lso seeks to determine availab ility and access to the same by school stakeholders . 

The findings on this should help the researcher to understand why gender disparity in 

Ramotshere Moiloa stil l persists despite the existence of policy and legislation. 

4.6.1 PLl teachers views about policy arrangements and legislation on gender equality in 

education leadership in schools 

From the interview discussions it is c lear that PLl teachers interviewed are aware of the policies 

and legislation about gender equality that exist in the Department of Basic Education policy and 

legislation. As to reasons why women continue to be underrepresented in top schoo l posts 

despite the existence of these policies, the fema le teachers commented they believe that most 

schools do not have these policies in their schools. Some in fact confessed not to have seen them. 

As for the schoo l form ulated policies on gender equality, all PLl female teachers interviewed 

admitted that none of their schools had formu lated policies on gender equality. The female 

teachers felt this situation existed because most SGB are not of the correct calibre and do not 

have the competence to comprehend issues of policy and legislation to enab le them to formulate 

gender equality policies. Reaffirming this view, one female teacher respondent had this to say: 

I think the SGB must be of the correct calibre so that they can be schooled in policies so that they 

can be able to formulate appropriate gender equality policies to address gender imbalance in 

promoted posts in schools. 
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The female teachers a lso fe lt that all stakeho lders (SGB, SMT, and Department of Basic 

Ed ucation) do not adhere to gender equality po lic ies and legislation designed to address gender 

issues. In fact, they confe sed that even their own schoo l did not formulate po lic ies on gender 

equality though they had a good number of the rest of the other po licies . 

Supporting this po int one of the female PLl teachers commented: 

"In fac t, the three schools I have been to, I never heard anyone talk about gender equity and 

gender equality issues. 

In addition, the female teachers admitted that bes ides fa iling to fo rmulate po lic ies on gender, 

most schools do not even have Department of Bas ic Educat ion policies on gender equa li ty. This 

reve lat ion is cause for concern . Schoo ls do not have a schoo l-fo rmulated po licy on gender 

equa li ty, no Department of Bas ic Education distribu ted po licy and legislati on on gender, PLl 

fema le teachers are aware, and they have teachers that represent them on the SG B! The silence 

of teachers on this issue begs answers. 

4.6.2 Principals views on existing policy arrangement and legislation on gender equality 

in educational leadership in schools 

lt was ev ident fro m the in terviews that female princ ipals are aware that po licy and legislation 

ex ist about gend er equali ty in appointments in the Department of Basic Education. However, the 

princ ipals conceded that these polic ies have not he lped to realize the intended goal; gender 

equality in work places, inc lud ing pos it ions in chools . The reasons c ited by Pri ncipals include 

interference from labour unions whom they fee l are o infl uentia l in the Area Office with regard 

to promotional interv iews such that even polic ies and legislation about gender equality in 

appointments are ignored . 

According to the female principals, the unions do not just play an observer rol e as stipu lated by 

SASA during interv iews . 

In this regard, one principal respondent made the fo ll owing observation: 
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The labour unions do not restrict themselves to observer role as policy dictates, the observer role 

is only on paper, they do more than observing, they do actually influence the selection process. ' 

This revelat ion by the principals co uld be an eye opener. However, one hopes it is not an 

indication of many things that may not be go ing right in the interview processes and procedures. 

The Labour Relations Act 66 of 1995 in general and resolution 13 of 1995 in particular, provides 

for Teacher organizations to play an observer role. The observer ro le stipulates that the observer 

will not be directly invo lved in the process of shortlisting and interviewing. His/her ro le is 

limited to ensuring that the approved procedures and practices are adhered to in a fair, consistent 

and uniform manner. This alleged interfe rence by labour unions as revealed by pr incipals, 

therefore, has no legal authority. 

Principals also conceded that most schoo ls do not keep Department of Basic Education policies 

and legislation on gender equality, let alone fo rmulate their own because, accord ing to them, 

gender equality does not feature in schoo ls as an issue. Below is how one principal expresses this 

situation in schoo ls: 

Gender inequality has really never featured as a component in decision making regarding 

appointments in our school, as long as the right person is appointed, male or fe male. 

Formulating school po licies is a responsib ility of the schoo l governing body, of which the 

principal is an executive member. 

Numerous submissions have been made about the incapacity of the SGBs with regard to policy 

fo rmulating. But, according to Employment of Educators Act 76 of 1996(4.2)(v) , one of the 

principal' s duties is to render the necessary ass istance to the school governing bod ies, and in 

participants ' responses, none of the stakeholders made any submission that the princ ipals are 

incapacitated in this regard . The revelation that schools do not regard gender disparity as an issue 

may explain why most Principals have fa iled to deliver on this stipulated duty. 

The revelation by principals that most schools do not keep Department of Basic Education 

policies and legislation raises fu rther concern . 
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One of the main duties of Principals is to ensure that all Departmental circulars and other 

information received which affect members of staff are brought to their notice as soon as 

possible and are stored in an access ible manner (EEdA, 76 of 1996 (4.2)(i)) . 

Principals also doubted that the ex istence of Department of Basic Education policies in all 

schoo ls alone will count for much in terms of turning around the gender inequali ty situation in 

schoo ls' senior positions when the women teachers the policies seek to protect are not as keen to 

get into the top schoo l positions as their male co unterparts. They a llege that femal e teachers feel 

principalship is extremely demanding especia lly for married women. As a result, it is either the 

family is neglected for total commitment to the job or the job is half done even for half 

commitment to the fa mily. 

This is how one princ ipal put it to express how strongly she fe lt about how di fficu lt it is to juggle 

between the job demands and family: 

As a principal, if I were conducting the interview and assessing the participants the interests of 

my institution will always come first, naturally. However, given that all things being equal I 

would be inclined to give the job to the male applicant, unless the female applicant is not 

married and does not have a family. I have a reason for my position. Females with families 

living in traditional family setups, experience extreme difficulties in juggling and maintaining 

excellence in all spheres of their life. Naturally since your job is paid by the employer, you will 

give preference to its demands, this means in turn the family sphere of life is neglected. This 

could very likely lead to neglected families which breed ills in society. 

This v iew is reaffirmed by Chabaya, when he contends that "given a cho ice to advance their 

career in places away from the ir family and staying with one 's fami ly, most women would prefer 

the latter." (Chabaya, 2009:329). These sentiments bear testimony to the fact that family 

attachments really play a ro le in curtailing the chances on the promotion ladd er of many career 

women, teachers included . 
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This revelation is also an eye opener to a lot of people, the sense that, contrary to what is 

commonly believed, it is not only the male principals, who harbour preferences for male 

leadership in schools, some fema le principals do as we ll. 

Female principals also feel that few women teachers vie for the top jobs in schools. They are 

reluctant, discouraged by commun ities where cultural stereotypes are buoyed by male chauvinist 

tendencies which portray women as incapable of making good leaders . These stereotypes and 

chauvini sm then find expression through fo rmal structures such as labour uni ons, SGBs and 

SMTs which prefer male candidates for principal positions. 

Expressing this view, this is how one fema le principal commented: 

The chances of a woman usually getting a position as opposed to men are limited. Reasons being 

cultural stereotypes, which suggest that women do not make good enough leaders. Now we all 

know that men dominate structures such as labour unions, SGBs and SMTs and being influenced 

by their stereotypes they decide the fate and future of f emale applicants. 

Gender-based stereotypes have become an endemic problem hindering women' s progress in 

schoo l leadership. Coombs, in Chabalala, (2005) supported by Mestry (Mestry & Schmidt, 2013 : 

535) reaffirm the ex istence of these stereotypes . Un less society stands up, particularly women 

teachers themselves, (Diko, 2014) and use their democratic right to speak against these perceived 

injustices, society wi ll have a long way to go to contend with this situation. 

4.6.3 SGBs views on existing policy arrangements and legislation on gender equality in 

education leadership 

A variety of views emerged from the interview w ith SGBs about the views they hold on why 

policy and legislation have not succeeded in addressing gender imbalance in school leadership 

pos iti ons in Ramotshere Moiloa. However, despite this diversity in views, there was consensus in 

some cases. 

Generally, SGB members fe lt that in some instances stakeholders ignore policy in preference for 

the best candidate 
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Express ing this view, one SGB member put the case this way: 

In my view, you have to put the best candidate in the position. It does not matter if it is a male or 

a female, black, coloured or white. In the end we have our f uture leaders in our schools and they 

deserve the best managers in their schools. 

Echoing s imilar sentiments another SGB member stated the view: 

Gender inequality is not regarded as a serious issue in our school. The SGB is mostly interested 

in selecting the right candidate for the principal p ost. The issue that concerns the SGB is not 

gender but race. 

Given all situations being equal , se lection based on the best candidate would be the fairest thing 

to do. However, given the situations schools find themselves in, with women made to fee l 

society does not regard them as worthy leaders, affirmative action would be the best route to 

level the play ing field; after all, society would be morally bankrupt to allow gender disparity in a 

democratic environment. 

Some SGB members believe that the governm ent itself is partly to blame fo r the failure of 

gender equality policy and legislation. The government extends cadre deployment through union 

interference in promotion appointments in schools. Disapproving this kind of practice by 

government officials, one SGB member commented: 

These problems are created by the government itself by the so called "cadre deployment, " 

because in our Ramotshere Mo iloa labour unions are the ones having the p ower to app oint their 

comrades, especially men. 

Sharing a similar view one female Principal commented: 

Some of the appointments are done directly by the department without the knowledge of the 

different stakeholders, as SGB sometimes we j ust find a person sent to the school by the 

department and we just get informed that the decision is from above. 

This practice effectively renders SASA, the act of law that gives the SGB the mandate to 

shortlist, interview, and recommend, use less. This is self-defeating. Wrong as it may be, it is not 

an uncommon practice. 
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Cadre deployment and direct appointment of principals to schoo ls is a demonstration of the 

intertwining of policy and politics illustrated in the allocation of resources which Green ( cited in 

Molale, 2007: 81) claims is the business of politics expressed as "no policy w ithout politics, nor 

politics without policy. " 

The SGB also fe lt that schools did not have poli cies on gender equality and affirmative action. 

This, in their view, is one of the contributors to the low awareness among women teachers about 

the rights that gender policies and legislation confe r on them . 

Admitting the non-availability of policies in schoo ls and subsequent ignorance of women 

teachers' rights, this is what one SGB member had to say: 

the majority of our women do not know their rights as far as these gender policies are 

concerned. In my school, there is not enough awareness about gender equality and there is no 

school policy in place to address this, for instance in my school SMT are all men. 

When this comes from the SGBs, whose responsibility among others, is to address issues of 

gender inequality in schoo ls, then the issue of gender disparity is larger than meets the eye, and 

the Department of Basic Education must move, and move fast! 

A similar view on the issue expressed by another SGB member ran as fo llows: 

Most SGB members are unaware of such gender policies as they are not made available to us. 

They are not even discussed in briefings before selection, and shortlisting of candidates. 

These revelations about SGB ' s lack of awareness about gender policies makes sad reading. The 

right to govern schools is conferred on the SGBs by the Act of Parliament (SASA 84 of 1996). 

According to SASA, the right of schoo l governance includes the power to make policies . The 

admission by the SGBs that schools do not have policies on gender, policies on gender are 

ignored, Department of Basic Education makes direct appo intments in schools and that 

government practices cadre dep loyment through unions, gives more than enough credence to 

allegations that emerged from interviews that most SGBs have no capac ity to comprehend 

education policy and legislation. 
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It clearly shows that the SGBs do not understand the rights, power and responsibiliti es conferred 

on them by legislation . If they did , they would not allow what they allege to happen in schools, 

unless of course, they have chosen to abdicate their re ponsibilities . 

The revelation that there are female teachers and GB members who are not clear about the 

rights that gender equali ty policies confer on female teachers is a clear indication of lack of 

seriousness about gender equality issues, even from those who should be spearheading the 

campaign of gender dispari ty abo lition in schoo ls of Ramotshere Moi loa, and as subm itted by 

some respondents, even the female teachers whom the policy and legislation on gender seek to 

protect. It is in these circumstances that the call by Diko for female teachers to rise and use their 

democratic right to fight injustice finds meaning (Diko, 2004). 

4.6.4 The views of Department of Department of Basic Education officials on existing 

policy arrangements and legislation on gender equality in education leadership 

From the interv iew discuss ion it is evident that even at the level of the Department of Basic 

Education, they share the view that gender policies and legislation have not realized the 

envisaged gender equali ty in top school positions in Ramotshere Moiloa. The Department of 

Basic Education officials expressed the reasons as follows: 

It could be that the DoE is not taking the issue of representativity seriously. For instance, 

although the Department of Education has a policy and legislation on gender, it has no plan for 

the implementation of affirmative action. As for schools, they do not have policies on gender 

equality 

In their article; "Equal opportunities Policies in English Schoo ls." Moreau and Halsall argue that 

"because head- teachers' and governors' discourses do not always fundamentally challenge the 

position of women in soc iety, schoo l policies and practices can offer only a limited contribution 

to gender equality." I wish to put it to Department of Bas ic Education that unless the officials put 

in place a monitored gender equality implementation plan, the existing policies can only make a 

limited contribution to gender equality. 
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Despite the scenario above the Department of Basic Education official s admitted that gender 

equality policies and legislation fro m the Departm ent of Basic Education take precedence in 

interviews and for that reason interv iew panels are taken th rough Affirmative Action and gender 

equali ty issues before interviews are conducted. 

This is how one Department of Bas ic Education offi cial expressed this view: 

Those policies take precedence in the selection process but unfortunately in most instances our 

female teachers do not rise to the occasion. One cannot be recommended to the position even 

when one does not present oneself satisfactorily in the interview just because they are f emale. 

The preference fo r the best candid ate as opposed to gender merits is being reiterated, which may 

be interpreted as a show of how strongly people fee l about importance of the right person fo r the 

j ob. 

However, in the scenario of w idespread gender di sparities as exists in Ramotshere Mo iloa, some 

fo rm of a balance between best candidate and gender equality must be sought. The statement that 

interview panellists are taken through gender issues before interviews start is a pleas ing 

reve lation. However, this is an action left too late. In Ramotshere Moiloa w ith overwhelming 

allegations of lack of gender poli cies in schoo ls, widespread unawareness about gender policies, 

and unwill ingness by femal e teachers to vie for promotion pos itions, what is needed is not last

minute reminders about gend er policies, but an intensified pragmatic strategy to popularize the 

zeal to implement gender equality policies in schoo ls. 

4.7 THE LEVEL OF AWARENESS AMONG STAKEHOLDERS ABOUT WOMEN 

TEACHERS' UNDERREPRESENTATION IN PROMOTION POSTS IN 

RAMOTSHERE MOILOA 

Common knowledge dictates that a solution to a problem starts with acknowledgement that a 

problem does exist. 
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Women teachers ' underrepresentation in schoo l leadership is a problem. The quest ion is, do the 

stakeholders know that there is gender disparity in schoo l leadership? Do they acknowledge this 

as a problem that needs to be redressed? This section discusses this question . 

4.7.1 The view PLl teachers about the level of awareness among stakeholders about 

women teachers' underrepresentation in school leadership posts in Ramotshere 

Moiloa Area 

As the interview of P Li female teachers continued it became progressively clear that there is 

little awareness or little concern about women teachers being underrepresented in top posts in 

schools in Ramotshere Moiloa. 

This is how the PLJ female teachers see the situation: 

PLJ female teacher 1: There is very little gender inequality awareness. So, the absence of female 

leaders in senior school posts is not noticed by many. 

P Li female teacher 2: I can say there is no awareness. 

PLJ female teacher 3: They are not aware of gender inequality in their school. 

PLJ female teacher 4: Gender has never been an issue in my school, so gender is not considered 

as a criteria point for promotion, and deserving candidate gets the post. 

4.7.2 The views of the Principals about the level of awareness about women teachers ' 

underrepresentation in school leadership posts among stakeholders in Ramotshere 

Moiloa 

Emerging from interviews with the female Principals it became quite clear that they are of the 

view that most stakehold ers are not aware of the existence of gender disparities in senior posts in 

schools in Ramotshere Moi loa. However, they also recognize the fact that there 1s some 

awareness among some stakeho lders, but gender has never been regarded as an issue. 
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Talking about the s ituati on in her school this is how one fem ale principal refl ected this v iew: 

Some are aware; however, gender disparity is not seen as important. The school has not even 

formulated its own policies, even the documents I referred to earlier are only used/or reference, 

sometimes, by those involved in interviews, 

Another female Principal had th is to say: 

About awareness I am not sure, but I can safely say that gender inequality in our school has 

never been regarded as a problem. Nobody has ever brought it up and nobody talks about it. 

The principal is the Department of Bas ic Educati on on the ground . He or she is the eye and ears 

fo r the Department of Education. He or she is the custodian of Department of Basic Education 

policy documents and supervises the implementation of the same. To claim that gender di sparity 

has never been an issue and yet by enactment and fo rmulating gender po licy the DoE 

acknowledges gender disparity as an issue. This sure ly is a serious disco rd between the DoE on 

one hand and its representatives, the Principals, on the other. 

4.7.3 The view of SGB members about the level of awareness among stakeholders about 

women teachers' underrepresentation in school leadership posts in Ramotshere 

Moiloa Area 

Interview responses fro m SGB respondents produced a somehow divided opinion. Some SGB 

members fe lt that in their schoo l' s gender disparity did not present as an issue and others fe lt 

there was a low level of awareness. This is how the SGB respondents told their experiences: 

There is some awareness and our school policy on gender states that no one will be 

discriminated against when it comes to accessing senior posts in school, not on race, not even on 

gender. I think in our school women show enthusiasm in promotion. 

Thi s is the positive spinoff derived fro m availability of polic ies on gender. I be li eve there will be 

more of such cases if polic ies were available in a ll the schools. 

Others SGB members submitted that in their schoo l there was very little awareness about gender 

disparity in schoo l leadership pos itions among stakeholders. 
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To back up this assertion, this is how she put her case: 

In my school, there is no enough awareness about gender inequality and there are no school 

policies to address the issue. For example, in our school all SMI' members are men despite there 

are more female teachers in the school. 

This could be a clear res ult of absence of policy on gender. 

Another SGB member submitted that gender inequali ty was not really an issue in the schoo l as 

the SGB was mostly interested in se lecting the right candidate for the post. 

In this school the issue that concerned the SGB is race rather than gender, she added. 

Expressi ng a similar view in a different way, though, another SGB member had this to say: 

In my school Acts such as EEdA, LRA are available, but they are just for human relations. 

There could be more of such cases in other schoo ls. Structures that play oversight in schools 

regarding policies and performance indicators shou ld learn from this find ing that the presence of 

documentation in itself may not be enough ev idence of implemented policy. 

4.7.4 The view of Department of Basic Education Officials about the level of awareness 

among stakeholders about women teachers' underrepresentation in school 

leadership posts in Ramotshere Moiloa Area 

The DoE officials submitted that from their practical experience with schools, it was evident 

some stakeholders are not aware about gender disparity in leadership positions in their schools, 

but others are aware, especially the schools that have had to interview candidates for promotion 

because on such occas ions the panels are reminded about the importance of gender. 

The findings on awareness by stakeholders can be summed up in two categories ; a category that 

purports that there is some form of awareness among some stakeho ld ers and a category that feel 

there is very little awareness or no awareness at all . In cases where there is little or no awareness 

at all, the reason cou ld include lack of schoo l policies . 
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In cases where awareness exists and yet gender dispariti es st ill continue, the explanation could 

be that a gender equality po licy is ignored, or there is lack of seriousness about gend er 

representativity, and a desire for the best candidate rather than an Affirmative Action candidate. 

The big concern is if nothing is done about schools ' fai lure to formulate gender polic ies and the 

DoE continues to pay lip service to po licies on gender, and gender policy is totally side -lined fo r 

the best candidate, then the problem of gender di sparity wi ll be there for a long time to come. 

Department of Basic Education officials also submitted that those whose schoo ls go through 

promotional interviews at the Area Office are aware because they are taken through the policy 

imperatives of affirmative action before interview are done and a recommendation for a 

candidate is made. This is a good sign. However, I fee l that such an important step should not be 

a last-minute action . What is needed to be done is ongo ing empowerment training for all schools 

in Ramotshere Moiloa by the Department of Basic Ed ucation offic ials. That is the only way they 

can show commitment to gender representativity, which is apparently lacking now. 

4.8 THE GENERALLY PERCEIVED REASONS FOR UNDERREPRESENTATION 

OF WOME IN EDUCATIONAL LEADERSHIP POSITIONS AS LEARNED 

FROM LITERATURE REVIEW. 

The purpose of thi s section was to determine what the findings of other researchers on the same 

topic elsewhere are. These findings may assist the researcher and readers to have a better 

understanding of the fi ndings in Ramotshere Moi loa. 

Generally perceived reasons for underrepresentation of women in education leadership refers to 

those reasons that emerge in the general discourse about gender di sparities in schools . These are 

not confined to a particular region. They can fit more-or-less in any geographical context. In this 

study, the generally perceived reasons were generated from the literature review and have been 

discussed in section 2.5. 
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4.9 THE ACTUAL REASONS FOR GENDER IMBALANCE IN SCHOOL 

LEADERSHIP FROM THE PERSPECTIVES OF STAKEHOLDERS 

Actual reasons refer to reasons obtaining in the context of Ramotshere Moiloa, generated from 

empirical data, through interviews and documents. 

Generated from the interviews of different stakeholders, a number of reasons for women 

teachers' und errepresentation in school leadership positions emerged . In this section, the actual 

reasons generated from each different stakeho lder' s group has been conso lidated into one list. 

They include the following: 

4.9.1 Actual reasons for underrepresentation of women teachers in Ramotshere Moiloa as 

perceived by PLl female teachers 

From the interview of female PLl teachers, a number of reasons that exp lain underrepresentation 

of female teachers in school leadership emerged. Some teachers felt that cultural stereotypes 

which portray males as having an entitlement to leadership, is one of these reasons. Reaffirming 

this pos ition, one PLI female teacher remarked : 

Stakeholders prefer men for principalship as the men are considered to be stronger leaders 

compared to women. 

Another participant who agreed with the above view had this to say: 

The principal 's job is demanding, women should be at home caring for the family. If they take up 

principalship, their families will be neglected the same way it happens to those who get too 

involved in church work. 

They believe these cultural stereotypes about gender and leadership is a soc ietal issue. It runs 

deeper than meets the eye . Trad itional leaders and religious leaders are not exempt. One female 

teacher, who says she has grown up in a rural area and teaches in a rural secondary schoo l tells 

her experience in this way: 
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As for traditional leaders, they are influenced by their cultural stereotypes of males being better. 

I believe religious leader also do not believe women should take top positions. You need not look 

far for evidence of this; even mainstream leadership structures in churches are filled by men by 

design. Most religious leaders are therefore patriarchal. 

Shifting in her seat, with observable indignation, one female teacher respondent admitted the 

existence of these types of stereotypes as she comments: 

Culturally, males are regarded as leaders, so, many people do not notice the absence of females 

in senior positions in schools. 

Echoing these entrenched patriarchal stereotypes, another female teacher respond ent lamented : 

Women are not considered as good leaders because they are sensitive. What is even more painjitl 

is that most are not even academically oriented, they abandon school to go to the mines. Yet, the 

few that go into teaching, because they are men, they are identified for positions as principals. 

This assertion about women's emotions reaffirms the findings in a study by Schmidt that South 

African women struggle with emotions, aspirations and confidence which portray them as not 

having the self-confidence required for successfu l leadership (Schm idt, 2012: 538). 

The issue of stereotypes kept coming so, further prodding was done to determine whether 

stereotypes about leadership is a male issue. It later emerged that all the female teachers 

interviewed felt this problem is a society issue, it is not limited to a particular gender in society. 

When asked about what role stakeholders could play to reverse the gender dispari ty trend, the 

female teachers did not think much of stakehold ers with regard to playing a corrective role in 

revers ing the trend of underrepresentation . In fact, they felt the SMTs, SGBs and labour unions 

are complicit in the problem . They felt these structures are male dominated, hence the ir choices 

for top leadership in schools is male-inclined. 
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One female teacher talking about this view had this to say: 

I am aware that in the new dispensation the SMT, SGBs, Religious leaders and traditional 

leaders have a role to play in school governance. But we should not forget that 90% of these 

structures are men and our communities believe that men are the leaders in society, so they will 

certainly support male rather than f emale candidate for the principal post. 

Subscrib ing to this notion, one PLl female teacher expressed 

You know what. Some f emale teachers are weak, they fe el threatened by male politics and 

j ostling /or power. 

Sharing the same view, another female teacher stated the reason for reluctance to apply as 

follows: 

Most women with potential never apply for these posts, and they always fear that they won 't be 

shortlisted, and some women only apply for deputy principalship as they believe that 

principalship will be reserved for certain people, "which in most cases, is true. " 

Incapacitated SGBs emerged as another reason. Female teachers fe lt that the SGBs in most rural 

schools were not educated enough to understand policy and legislation on gender. So, they are 

easily manipulated by labour unions who go on to impose the principals of their choice, usually 

those aligned to their unions or the political parties aligned to these unions. Expressing similar 

sentiments, one respondent puts it this way: 

Informer model C schools where the level of awareness is different, the SGBs are in control and 

not the labour unions. 

Reluctance by fema le teachers to app ly for promotion posts is the other reason advanced by the 

female teachers. Fear of challenges is one of the reasons respondents cited. For instance, learner 

indiscipline in schools and lack of respect for female authority by male teachers are among the 

challenges encountered in schools. Other researchers identified women' s lack of ambition for 

promotion positions in school. 
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In my view, reluctance to apply lack of ambition for senior posts among female teachers can be 

ascribed to fear of challenges and other negative attributes that are assigned to the female gender 

as discussed in this section. 

As for the governance role in school' s ro le by the SGB, it is a role conferred by Act of 

Parliament (SASA) and it is well- intended. However, the South African society is such that 

certain communities have taken this responsibi lity seriously and have contributed greatly to the 

successful running of the schools. 

In some communities, however, because of education levels, these responsibilities have not been 

understood . These are the communities that have fallen prey to manipulation by labour unions . 

4.9.2 Actual reasons for underrepresentation of women teachers in school leadership 

positions in Ramotshere Moiloa as perceived by female Principals 

Various reasons were advanced by female principals to explain underrepresentation of female 

teachers in school leadership. Some Principals fe lt that female teachers are not keen to app ly for 

promotion for various reasons: 

To support this assertion, one female Principal made the following observation: 

It is possible that females do not apply. Probably because they realize just how demanding the 

job is. One will have to make many family sacrifices, 

They also felt that females are discouraged by both community attitudes and men ' s arrogance. 

One principal who shared this view had this to say: 

Communities believe in men leading. Men in turn see themselves as superior when coming to 

leadership. This has great influence in deciding who should lead. 
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Another Principal who shared a similar view put it this way: 

Firstly, there are f ew f emales do not apply for promotion posts because they think male teachers 

have less respect for women in authority, women are undermined just like they are treated on the 

roads. 

The principals also fee l that influential institutions in the community have little regard for 

women as leaders in the schoo ls. Such include royal houses, religious leaders and SGBs One 

female Principal fe lt so strongly about this view. This is what she had to say: 

As for traditional leaders, they are influenced by their cultural stereotypes of males being better. 

I think religious leaders also do not believe women should take top positions. Most religious 

leaders are patriarchal. Look at how leadership structures in churches are filled by men, it is by 

design 

The "actual" reasons advanced by the principal are, in the main, the same reasons PU teachers 

advanced . This, I believe, is an indication that these factors are so prevalent that the community 

at large experiences them. 

4.9.3 Actual reasons for underrepresentation of women teachers in Ramotshere Moiloa as 

perceived by SGB members 

A lot of consensus emerged among SGB members as regards reasons for underrepresentation of 

female teachers in schoo l leadership . For instance, SGB members fe lt that female teachers did 

not show interest in applying for promotion. Agreeing with this assert ion, one SGB member 

commented: 

Female teachers do not apply for senior positions which call for a lot of responsibilities as they 

f eel overburdened with their own family responsibilities. In addition, some spouses not 

supportive of their wives when they take on such responsibilities. 
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To support this pos ition another SGB member had this to say: 

I think women are not applying for these positions, maybe they have a f ear of the unknown and 

would also not like to find themselves in stress related positions. 

SGB members also fo und consensus on the point that female teachers are stil I be ing undermined 

by society and in work places with regard to leadership positions. 

Going along with this v iew one SGB member had this to say: 

Women cannot stand a chance against a man for a principalship position because our society 

view women as inferior and cannot hold leadership positions. They are also regarded as weak 

without leadership backbone. 

Concurring with the same sentiments, another SGB member commented: 

Gender disparity in school leadership is here to stay. Women are still undermined in our society 

and principal posts are still regarded as man 's job. Areas in Ramotshere Moiloa are villages 

where tradition and culture are still practiced, and women still regarded as inferior. 

Smarting from a past experience where she was on an interview pane l (as I later learned at the 

end of the interview) in which a female candidate had been recommended over male contestants, 

in line with affirmative action, a female teacher made the fo llowing comment: 

Everybody must work hard for a senior post. Women are not always good leaders, and we can't 

just put women there just because they are not enough women principals. Affirmative action for 

the sake of it is unethical practice. Best candidate must be the answer. In fac t, parents, teachers 

and learners are more likely to follow a male leader. I know of schools in Northwest that did 

very well under male principals and now under fe male principals, things are falling apart, 

standards have dropped. 
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Perhaps a Principled pos ition by the SGB. On the other hand , the SGBs should be seen to be 

coming up with strategies that should get the Department of Basic Ed ucation to empower female 

teachers for leadership skills so that they can compete favourab ly with male counterparts and be 

able to perform just as well. 

In most of these submissions the unwillingness by the female teachers to a pire to a leadership 

pos ition in schoo l co mes up so frequentl y. Of course, nobody wants to enter a career with a 

predetermined decision to stay in the same position . 

Everybody wants to grow in the ir profess ion, except, according to these findin g, our female 

teachers! This cannot be normal and is not normal : when your community thinks that you cannot 

make a good principal, when your tradition consider you as weak and inferior to men, and that 

leadership is associated with masculine characteristics and you are female, when the 

responsibi lities of principalship calls for total commitment and personal sacrifice, and when 

fami ly support is not guaranteed, it cannot be correct to think that women do not app ly for 

promotion, perhaps they have fear of the unknown. In my v iew, the above scenario is the source 

of their fear 

4.9.4 Actual reasons for underrepresentation of women teachers in Ramotshere Moiloa as 

perceived by Department of Basic Education officials 

From their role as Department of Basic Ed ucation Officials responsible for coordinating 

interv iew activities and servi ng as resource personnel to interview panels during interviews in 

Ramotshere Mo iloa, they had a position w ith regard to reasons for gender disparity in school 

leadership in Ramotshere Moiloa. 

Firstly, they think that the Department had no plan for affirmative action implementation. This is 

how one official expressed this view: 

I fee l that there is lack of affirmative action plans, equity is not being enforced, and the 

Department of Basic Education is not taking the issue of representativity as it should. 
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Secondly, they hold the v iew that many fema le teachers do not app ly for senior school pos itions 

and among those few that apply most do not perform we! I at interviews . 

This is how one Department of Ba ic Education officia l respondent had to say: 

It is due to lack of application by females for management positions such as principalship. 

Sometimes performance by female candidates during interviews is too poor. 

Lending voice to this position the other official commented: 

Female teachers are not ambitious enough. They also have the notion that principalship is for 

male teachers. It is a known fact that performance by most female candidates is not up to 

standards. While I admit that we would like these gender equality policies to take precedence at 

interviews, we must also take care that one is not recommended for a position on the basis of 

being female alone even when one does not present oneself satisfactorily in the interview. 

Thirdly, they also fee l that these reasons and a number of other factors conspire together to 

mitigate against female teachers ' chances of getting into promotional posts. They cited factors 

such as gender stereotypes, failu re by schools to fo rmulate and implement gender equali ty 

po licies and low gender disparity awareness in schoo ls. This is how one DoE participant put it: 

There are a number of factors, for instance, gender disparity awareness is lacking in schools, 

stereotypes, and most schools do not have school policies on gender disparity, common 

knowledge belief that male handle challenging situations better than women. 

As the officials that interact with panels and have first-hand access to interview results, 

procedures and process, we have reason to take their submi ss ions seriously. As the eyes and ears 

of the Department of Bas ic Educat ion on the ground , the Department of Basic Education must 

take their submissions seriously. 

But the question would be, i there prov1s1on fo r these offic ials to rev iew and report their 

observations with regard to how these practical rea liti es seem to be defeating gender policy 

intent? 
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4.10 EXTENT OF UNDERREPRESENTATION 

Data was provided from the Area Office records . The table below shows data provided as at June 

20 17. The figures may not read the same at the time of this report as post-provisioning data 

changes as determined by factors such as transfers, promotions, retirements and drop in learner 

enrolments. 

Table 4-5 : Post provisioning by gender in Ramotshere Moiloa 

Male % Female % 

PLl 328 65 .9 873 87.8 

HODs 101 20.3 65 6.5 

Deputy Principals 23 4.6 19 1.9 

Principals 46 9.2 37 3.7 

TOTALS 498 33.4 994 66.6 

Please note that the figures in the tab le are fluid and subj ect to change as they are affected by 

movements due to factors such as promotions, transfers, resignations, retirements and death. 

Analysis of the Ramotshere Moiloa post-provisioning data in the table above clearly indicates 

that the female teachers outnumber the male teachers by far; 66.6 % of the teaching fraternity are 

female teachers with 89.8% sti ll occupying PLl positions and on ly 3.7% of them being 

principals. On the other hand, despite their small composition (33.4 %), only 65 .9% are in PLl 

posts with 9 .2% being principals. The figures for deputy principals show a sim ilar complexion. 

These statistics are consistent with the national and provincial statistics. For instance, in 2013 , 

females constituted only 36% of principals nationally (Motshekga in City Press, 3rd August, 

2013), whi le in 2012, in Gauteng, on ly 17% of teachers were female principals . The scenario is 

not different globally (Brooking, 2008; Kyriakousis, 2001 and Moreau et al. , 2005) . 
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The fact that the figures in Ramotshere Moiloa are current and they are consistent with findings 

as far back as more than ten years, suggest to me that the situation regarding gender disparities in 

school leadership positions has not changed for the better. Concerted efforts by all are needed . 

4.11 STAKEHOLDERS' SUGGESTIONS FOR REDUCING 

UNDERREPRESENTATION OF WOMEN TEACHERS IN TOP SCHOOL 

LEADERSHIP POSITIONS 

A ll the stakeho lders interviewed were asked to suggest the recommendations that they would 

make to increase the number of women teachers in school leadership positions, and below are 

the ir suggestions. 

4.11.1 PLl teachers' suggestions on how to increase the number of female teachers in 

school leadership positions 

Women teachers need motivation by other women who are already in senior positions, who must 

continuously serve as role models to aspiring P Li teachers. 

The DoE and civil society must come up with leadership development programs that would help 

the aspiring teachers in terms of self-image boosting. 

Women need support structures similar to the "old boy networks " that exist informally among 

male teachers 

I think all SGBs must be trained about gender equality issues. 

For schools with posts advertised for promotion, their SGBs and SMI's go through workshops as 

a reminder that when they interview candidates, they should be guided by affirmative action. 

There must be gender equality campaigns in all schools in Ramotshere Moiloa. 

Political interference through cadre deployment must be avoided. 
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4.11.2 Female Principals suggestions on how to increase the number of female teachers in 

school leadership positions 

Put to the female principals on what they thought could be done to increase the number of female 

teachers in leadership positions in schools, these were their responses: 

The SGBs must be capacitated around issues of gender equality 

Schools should formulate policies on gender equality make available the policies and legislative 

statues to all stakeholders in the school. 

Labour unions should adhere to their role as interview observers and stop interfering with 

selection processes. 

There must be deliberate campaigns to encourage female teachers to show e more ambitious in 

promotion. 

There must be increased women representation on selection panel to add a f emale voice and to 

the process. 

Affirmative action policies and implementation plans should become evident at all levels in the 

educations system. 

4.11.3 SGB's suggestion on how to increase the number of female teachers in school 

leadership positions 

When the question of suggestions for increased female teachers' representation in school top 

post ions in Ramotshere Moiloa was put to the SGBs, this is what they had to say: 

There should be public awareness campaigns through workshops 

Policies on gender equality should be more accessible to the school communities. 

The DoE should organize road shows to conscientise school communities about gender equality 

issues. This could be done during the women month (A ugust). 
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Department of Basic Education policies about gender equali ty should be strictly adhered to by all 

stakeholders . 

4.11.4 Department of Basic Education officials' suggestion on how to increase the number 

of female teachers in school leadership positions 

Responding to the question about how to increase fema le teachers ' representation in school 

leadership positions, the Department of Basic Education officials had this to say: 

Schools must have Department of Basic Education policies and legislative statues on gender 

equality and make these available to all groups of stakeholders in the school. 

The Department of Basic Education have must have an action plan on gender disparity. 

There must be continuous empowerment sessions, perhaps by labour unions, motivational talks 

by women already in leadership to help boost self-image of fe male candidates, thus improve 

their performance at interviews. 

Female candidates should prepare themselves for the interview 

It is interesting that analys ing literature by prev ious researchers comes up with similar 

recomm endations. This speaks to the fact that soc iety at large is confronted by similar challenges 

about gender, particu larly underrepresentation of women teachers (Ndadane, Chabaya, 2009; 

Lum by et. al.2013 ; Barmao, 2013 ; Marczynski, 20 11 ). This, therefore, means that the issue of 

gender needs collective and collaborative effort at a ll leve ls; stakeholders, community, national 

and international. 
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4.12 CHAPTER SUMMARY 

Chapter 3 dealt with the research design and the methodology that was used in gather ing data. In 

this chapter the data generated from the fie ld was presented, analysed and discussed. The thrust 

of the study was to find answers to key questions that formed the basis of the study. 

Nine questions in the interview schedule were used for this purpose. These questions were 

purposefully form ulated to stimulate responses that would provide answers to the interview 

questions. Responses from the participants were captured in descriptive fas hion, accompanied by 

verbatim quotes. This formed the study data. Verbatim quotes were used to maintain originality 

of respondent views. 
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CHAPTER 5 : SUMMARY OF FINDINGS, RECOMMENDATIONS AND 

CONCLUSION 

5.1 INTRODUCTION 

The previous chapter addressed the presentation and discuss ion of empirical data generated 

through qualitative, open-ended interview questions and documents. 

This chapter is the last one and winds up the whole study. The chapter presents the study 

findings drawn from data presented in chapter 4. Guiding this, the research questions that 

underpi n the study are restated. The rationale is to guide the discussion and facilitate the 

assessment of the degree to which these questions have been answered. Before these research 

questions are restated, however, a brief summary of the study is presented in order to remi nd, not 

only the researcher, but the readers too, about what the di ssertation addresses. 

5.2 SUMMARY OF THE STUDY 

Chapter 1 as an opening chapter, introduced the study by highlighting a number of things. It 

presents a summary of the study, articulates the problem statement, which justifies the need to 

pursue this particular study and the worth of the study. It outlines the research aims as we ll as the 

research questions. The chapter also outlines the focus of the research literature and marks the 

research boundaries . 

Chapter 2 

This chapter concentrated on the literature rev iew on gend er underrepresentation in ed ucation 

leadership. The chapter highlights global, continental and national findings from previous studies 

conducted on gender underrepresentation of women teachers in school leaders hip. It also outlines 

global and national attempts to redress the problem . 
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Chapter 3 

This chapter presented a detailed exp lanation of the research design, the methodology to be used 

in the study. It discussed methods used to collect, analyse and interpret data. S ites and 

respondents' selection procedures were discussed . Ethical issues were addressed in this Chapter. 

Chapter 4 

This chapter presented and discussed the empirical data generated through interviews, qualitative 

open-ended questions and documents. 

Chapter 5 

This chapter presents the study findings based on data presented in chapter 4. It also provides the 

summary of the study and makes recommendations as guid ed by the study findings . 

5.3 STUDY FINDINGS 

Presented below is the summary of study findings based on data presented in chapter 4. 

5.3.1 What are the existing policy arrangements and legal provisions and views of 

Stakeholders for the implementation of gender equity in the schools of the study? 

The Employment Equity Act (EEqA) 55 of 1998, and the Labour Relations Act (LRA) are 

sources of broad policies that speak to affirmative action measures for designated groups of 

people including women. EEA 55 of 1998 chapter iii section 15(c) stipu lates that designated 

people be considered fo r equal opportunit ie and equitable representation in all occupational 

categories and leve ls in workp laces. Women, like all employees, are further protected against 

unfair labour practice by LRA 66 of 1995 chapter viii section 185 and the Const itution of the 

Republic of South Africa Act 108 of 1996. Drawing authority from such legislation and 

provincial educational policies, a ll school govern ing bodies are mandated to formu late school 

policies on gender equity. 
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The research findings show that the respondents were aware that there is legislation and policy 

on gender, however most adm itted they had never seen these statutes in their schoo ls. Most 

participants confessed that they knew of no schoo l that had fo rmulated a policy on gender, let 

alone had in possess ion the Department of Basic Education circul ated policy on gender. 

Incompetence of the SGBs was cited as the reason for schoo ls ' failure to formul ate policies. 

Other reasons are that the Department itse lf did not take the issue of gender representativity 

seriously, while schoo ls deliberately ignored affirmative action policy on gend er because some 

stakeholders felt the best candidate deserved to be appointed regardless of gender. But others, 

driven by gender stereotypes, cultural in nature, fe lt women are not good enough to lead schoo ls. 

This finding is consistent w ith those of Rashidah (2010); Mestry and Schmidt (201 3); Steyn and 

Parsalo i (2014). 

The stakeho lders also fe lt that even when the policies and legis lation existed, most stakeholders 

had no access to them. Pursuit of cadre deployment by the Department of Basic Education itse lf, 

through the ir a ligned labour un ion structures was another reason cited. This action, 

unfo rtunate ly, defeated the purpose gender equi ty policy and legislation seeks to serve. 

5.3.2 To what extent are women teachers under- represented in educational leadership 

positions in general and in schools in Ramotshere Moiloa in particular? 

Several studies have revealed that, despite the teaching profess ion be ing highly feminized, 

female teachers are gross ly underrepresented in educational leadershi p pos itions. Globally, 

studies conducted by several researcher (Moreau et al. 2008; Chabaya, 2009; Kyriakouss is, 

2001 : Brooking, 2008 : 42) attest to this whil e nati ona lly studies by Chabalala (2000), Diko, 

(2006), and Mestry, (201 2) reaffirm this. For instance, nationally, only 36% of schoo l principals 

are women. (Angie Motshekga, C ity Press, August 3rd , 201 3). The foll owing statist ics from the 

North West and Gauteng Provincial Departments of Basic Education give furth er credence to 

thi s assertion. For example, educational statisti cs published in 2008, in Gauteng and orth West 

Provinces indicate that out of 67,307 teachers in Gauteng, 45 ,978 were women, representing 

7 1.8%. In orth West Prov ince, out of a total of 26,620 teachers, 70% were women. A similar 

pattern is revealed nationally. From a teaching fo rce of 400,953, 68 % were female. 
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During the same period in Gauteng, there were 1,479 male principals and 1,367 deputy 

principals with only 881 (or 37%) and 628 (or 46%) women principals and deputy principals 

respectively (DBE stats, 2008) . 

To compare these statistics with the situat ion in Ramotshere Moiloa, the researcher asked for 

data from the Area office/ Sub-di strict and table 4.5 shows this informat ion obtained as at June 

2017. 

From the statistics in table 4.5, it is ev ident that female teachers outnumber the male teachers by 

far, and yet in a ll promotion posts, male teachers proportionately outnumber the female teachers . 

For instance, of the female teachers who make up 66 .6 percent of teacher population in 

Ramotshere Moiloa, only 3.7 percent are principals. On the other hand, of the male teachers 

maki ng up 33.4 percent of the teacher popu lation in Ramotshere, 9 .2 percent are principals. 

These figu res are consistent with nati onal and global pronouncements about women teachers ' 

underrepresentation in school leadership positions as pointed out by other national and global 

researchers [ section 1.5]. 

The fact that the figures in Ramotshere Moi loa are current and yet they are cons istent with 

findings as far back as more than ten years, suggests to me that the situation regarding gend er 

dispari t ies in schoo l leadersh ip pos itions has not changed for the better. Co rroborative, co llective 

and concerted efforts by all is, therefore, needed . 

5.3.3 How much awareness about female teachers ' underrepresentation in promotion 

posts exists among stakeholders in Ramotshere Moiloa Area Office? 

Different views emerged from the interviews on this matter. Participants responses were divided 

around three opinions: some stakeholders fe lt that there was very little or no awareness at all 

among stakeholders. This was evident from absence of school policies in schoo ls where 

awareness was either minimal or non-existent. Others fe lt that gender dispari ty was not an issue 

at a ll , as their schoo l's concern was to select a suitable candidate based on merit rather than 

gender. The other group felt that stakeholders were aware of gender disparity but lack of po litical 

will played it down. 
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5.3.4 What are the generally perceived reasons for underrepresentation of women in 

educational leadership positions as learned from literature review? 

Generally perce ived reasons fo r und errepresentati on of women in education leadership refers to 

those reasons that emerged in the general discourse about gender disparities in schoo ls. These are 

not confined to a particula r region. They can fit more-or-less in any geographical context. In th is 

study, the generally perce ived reasons for women underrepresentation in school leadership are 

generated from literature review. The paragraph below highli ghts some of them: 

i) Gend er stereotypi ng, that suggests that women are weak compared to men, and are 

believed to have no capabilities to be good leaders (Rashidah, 2010) . 

ii) Lack of ro le models and mentorship, a situation that den ies the women teachers 

aspiring to leadership the opportuni ty to observe those women in leadership who 

reflect the ir lead ership styles (Steyn & Parsaloi , 2014) 

iii) Low se lf-esteem or poor se lf-image, a situati on that discourages women teachers to 

vie for top positions because they do not consid er themselves equal to the task 

(Rashidah, 20 l 0). 

iv) Lack of profess ional and famil y support di scourages fema le teachers from 

contending fo r senior pos itions (Mooros i, 20 l 0; Chabaya et al. , 2009). 

v) Gendered leadership perceptions, that portray leadership (management) as 

masculine whil e viewing women as lacking leadership qualities (Coombs, 2004) . 

vi) Women lack emotional intelligence needed by principals to w ithstand the diverse 

pressure- packed environments (Schmidt, 201 2). 

v ii) vii) Women lack asserti veness due to cultural suppression that conditions them to 

accept frag ility and gentl eness as feminine virtues (Rashidah, 2010; Kanjere 2011 ; 

Chabaya et a l. , 2009) . 

v iii ) Absence of the fe ma le voice as leadership is male dominated thereby denying 

women input into dec ision making processes (Ras hid ah, 201 0) . 

ix) ix) Lack of networking, the so called "o ld boy networks" denies them the much

needed mentoring, ro le models and support structures (Chabaya et a l. , 2009; 

Moorosi , 2009) . 

91 



x) Gender ro le soc ialization in school s which ass igns chores that reflect the local 

social construction of gender roles for both learners and teachers (D iko, 2004; 

Coombs, 2004). 

xi) Family attachm ents deny women opportunity to advance their careers m places 

away from their fam ily (Mooros i, 20 1 0; Coombs, 2004; Chabaya, 2009) . 

5.3.5 What are the actual reasons for gender imbalance in school leadership from the 

perspectives of stakeholders as derived from the empirical study? 

Actual reasons refer to reasons obtaining in the context of Ramotshere Moiloa, generated from 

empirical data, through interv iews and documents. 

Generated from the interviews of different stakeholders a number of reasons for women 

teachers ' underrepresentation in school leadership positi ons emerged. These included the 

fol low ing: 

i) Incapacitated SGBs, most of whom are unable to comprehend and form ulate schoo l 

policies w ith regard to gender eq uali ty in schoo ls' appointments of teachers to 

leadership posit ions 

ii) Labour unions' interference with interview se lect ion processes and procedures in 

pursuit of influencing the interview outcomes that mainly favour men . 

iii) Department of Basic Education direct appo intments, which ignore interview 

procedures and processes are usually male inclined due to institutional male 

domination. 

iv) Fai lure by schoo ls to formulate, circu late and implement gender equali ty policies, 

v) Male dominated structures (SGBs, SMTs, Traditional leaders and Religious 

leaders) with inclinations towards male appointments to principal positions as they 

are influenced by negative stereotypes about female teachers ' suitability to lead . 

This finding is co llaborated by Coombs (in Chabalala, 2005) . 

vi) Mistrust that arises from perceptions that under women leadership, schools w ill fall 

apart as women teachers are believed to be sens itive, lacking emotiona l intelligence 

to handle stressful situations. This finding reaffirms Schmidt's belief that postulates 

that Principals work in a more diverse pressure-packed environment than ever 
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before, and that to perform, princ ipals need the ab ility to manage the emotions that 

go with the situation (Schmidt, 20 12: 53 8) 

vii) Lack of zeal to implement gender equality policies and legislation as stakeholders 

felt the best candidate should be the preferred candidate for the post rather than 

follow gender cons iderat ions. 

viii) Lack of action plans by the Department of Basic Education to implement 

affirmative action in schoo ls' leadership positions. 

ix) Existence of negat ive gender stereotypes among male dominated institutions such 

as SGBs, SMTs, labour unions, traditional structures and religious house, and 

society at large, that undermine sui tabi lity of female teachers as leaders. This 

finding is reaffirmed by other researchers such as Diko, Chabalala and Chabaya 

encountered already in the literature of this study (2 .2). 

x) x) Reluctance by female teachers to apply for promotional pos itions in schools 

which is as a result of factors such as; being di scouraged by the ir own low se lf

confidence, negative pressures such as deteriorati ng learner discipline and male 

teachers disrespect for female authority, unsupportive family attachments and 

community attitudes towards female teacher' s leadership in school. Thi s finding 

reaffirms a number of findings from previous researchers. For instance, Morris (in 

Coombs 2004) found ev idence of women teachers being discouraged to apply for 

promotion by gendered perceptions, and Math ipa &Tsoka postulate that low self

esteem is a hindrance to career pros pects. This is co llaborated by Rashidah (20 10) 

who asserts that self-confidence is a critical attribute fo r leadership . Barmao (2013), 

Michel le (2007), and Coombs (2004) reaffirm the finding that family attachments 

discourage female teachers' ambitions for leadership positions in schoo ls. 

Community attitudes and their negative impact on female teachers ' leadership 

aspirations is also ev ident in similar research (Mesty &Schmidt, 2012; Rashidah, 

2010). 

x i) Unconv inci ng performance at interviews by female candidates, leaving panels with 

no choice but to abandon affirmat ive action and gravitate towards the best 

candidate idea even in situations where affirmative action wo uld be ideal for 

implementation . 
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xii) Preference for best candidate rather than gend er-based candidate by interview 

panels 

xiii) Comm unity Preference fo r male rather than female leadership in schools leaves 

fema le teachers with less chance for being recommended for a principalship. This 

finding is consistent with the findings by other researchers (Kanjere, 2011 ; 

Chabaya, 2009; Mooros i, 2010), who make the assertion that society stereotypes 

prefer male leadership . 

5.3.6 What are stakeholders' suggestions on what should be done to increa e women's 

representation in educational leadership positions? 

This section of the interview was the most exc iting. Stakeho lders showed a lot of enth us iasm, 

which was an indication of their eagerness to make a contribution towards the envisaged position 

of the Department of Basic Ed ucation on gender. The stakeholders are already on board, what 

remains is the Department of Basic Education to steer the "gender equali ty ship" in schoo ls in 

the right direction. Highlighted below are the sugge tions the stakeho lders made: 

i) Women teachers need motivation by other women who are already in senior 

positions, who must continuously serve as role models to aspiring PLl teachers. 

Motivat ion, ro le modelling are necessary support new entrants need to succeed. 

This assertion is collaborated by Steyn who contends that " there is need fo r women 

asp iring to leadership to observe those women in leadership who reflect their 

leadership styles." (Steyn et. a l. 20 14: 5983). Coombs lends support to this view in 

his contention that a young person sees what he or she wants to become as 

embodied in the mentor (Combs 2004: 14). By these contentions, Steyn and 

Coombs rei nforce the be lief that mentoring, and role modelling play a cruc ial role 

in motivation for success. 
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ii) The Department of Basic Education and civi l society must come up with leadership 

development programs that wou ld help to boost the morale and confidence of 

aspiring teachers. Boosted morale and self-confidence are certainly positive 

attributes in leadership roles . Ndadane shares the same opinion; when referring to 

the principals in her study, she wrote, "They al l expressed a belief that self

advancement boosted their morale and self-confidence which enabled them to 

manage better." (N dadane, 20 13: 3 6) 

iii) Women need support structures similar to the "old boy networks" that exist 

informally among male teachers . This is very essential for any leader to succeed . A 

female teacher needs a supportive fami ly to help her withstand the pressure of 

establishing a balance between family needs and the needs of the job. She also 

needs professional support from peers and mentors in the work place and 

networking structures in the community. Lack of fami ly and professional support 

tend to negate female teachers ' entry into leadership positions in schools. Moorosi 

(2010: 556) and Chabaya et.al, (2009) lend support to this view. 

iv) All SGBs and SMTs must be trained on gender equality and all affirmative action 

issues. 

v) Workshops should be conducted for SGBs and SMTs whose schoo ls have had posts 

advertised for promotion, 

vi) There must be gender equality campaigns in all schools in Ramotshere Moi loa. 

vii) Political interference through cadre deployment must be avoided 

viii) Schools should formulate policies on gender equality and make these, together with 

Department Of Basic Education policies and legislative statues, available to all 

stakeholders of the school community. This finding reaffirms the view shared by 

Chabalala (2005: 115) and Moreau (2007: 251). 

ix) Labour unions should stop interfering w ith interview selection processes. 

x) There must be deliberate public awareness campaigns to encourage female teachers 

to show more ambition in promotion. 

xi) There must be increased women representation on se lection panels to add a female 

voice to the process. 
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x ii) Affirmative action policies such as gender equality and implementation plans 

shou ld become evident at all levels in the education system . 

xiii) Department of Basic Ed ucation policies about gender equality should be strictly 

adhered to by al l stakeholders . 

xiv) Schools must have DoE ed ucation policies and legis lative statues on gender 

equality and make these available to all groups of stakeho lders in the school. 

xv) The Department of Basic Educat ion must have an action plan on gender disparity. 

xvi) There must be continuous empowerment sessions, perhaps conducted by labour 

unions, and motivational talks by women already in leadership to help boost self

image of female candidates, thus improvi ng the ir performance at interviews. This 

belief is supported by principals in other studies (Ndadane, 2013 : 36; Chabala la, 

2006). 

xvi i) Female candidates should prepare themselves for the interview 

5.4 RECOMMENDATIONS BASED ON THE STUDY FINDINGS 

Based on the study findings discussed in the previous section, the fo llowing recommendations 

are made. 

i) The gender equali ty policy must be accorded the same status as the Health and 

Safety policy, so that it is strengthened by corroborat ive social partnerships in the 

same way the police and nurses have partnered with schools on Health and Safety 

policy to promote implementation of the policy. 

ii) A ll SGBs and SMTs in schools must undergo continuous deve lopmental training on 

all affirmative action issues, particularly gender equality policy. 

iii) The Department of Bas ic Education must establi sh an academic qualification 

threshold so that people elected to serve on SGBs should be of the calibre that can 

comprehend policy and legis lat ion. This way they wi ll have the capacity to 

formulate gender policy and to keep manipulative labour unions at bay. 

iv) A ll schools must formulate a gender po licy w ith all stakeho lders to ensure buy-in 

and ensure that this is circulated to all stakeholders. Principals must play their ro le 

as resource personnel to SGBs in this process. 
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v) The Department of Basic Education official s, on the ir routine contro l, monitoring 

and support vis its to schools, should ensure the availability and evidence of 

implementat ion of gend er po licy. 

vi) The Department of Basic Education at a ll leve ls, including schoo ls, must draw 

action plans on gender eq uality. 

vii) When posts fa ll vacant in school s, all posts that qualify for affirmative act ion must 

be identified and declared . When advertised in the Government Gazette, such posts 

should be Affirmative Action " tagged" so that on ly women candidates are 

shortlisted. The Department of Basic Educat ion should play an oversight ro le in this 

process to ensure gender equali ty is imp lemented in such posts. This w ill give 

practical interpretation to affirmative act ion w ith regard to gender. 

viii) All officials on the interview and shortl ist ing panels should com pl ete a declaration 

in the fo rm of a hort questionnaire purposely designed to expose wrong doers hi

jacking the interview selection process. 

ix) Support structures, such as labour unions, women desks of po litical parties and 

other format ions that champion gender equi ty, shou ld emerge and offer mentoring 

sess ions to female applicants to empower them and raise their self-esteem to 

improve their performance at interviews. 

x) There must be increased female numbers on the interview panels to add the female 

voice to the se lection process. 

xi) Gender equal ity campaigners must ensure buy-in of the concept by community 

leaders such as Traditional and Religious leaders so that together there is a 

concerted effort to change the mind-set of communities regarding gendered 

perceptions about leadership. 

xii) Female teachers themselves must stand up and speak with zeal against gend er 

inequality in leadership in schools the same way they have begun to ra lly against 

gender vio lence, because both are a vio lation of their human rights (the South 

African Constitution 108 of 1996 (2)(9) . 
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xiii) Since all interviews are conducted at the Area Office in Ramotshere Moiloa, the 

Department of Basic Education officials at this level should be more vigilant and 

play oversight ro le to ensure that the labour unions do not overstep their observer 

ro le during interviews. 

Principle 2.6 in all Department of Basic Education Promotional gazettes read as fo llows: "the 

filling of these Posts must further be guided by Affirmative action measures for designated 

groups, (namely Blacks which include Indians, coloureds and Africans), women and disabled 

educators, and) and Representativity." 

As can be seen this Principle talks to everybody and ends up talking to nobody. No school 

identifies itself w ith this Principle. Before selection process starts, the Department of Basic 

Education should give this Principle only to schoo ls that they identify as qualified for gander 

based affirmative action . Such schools should then be monitored for implementation of gender 

equality policy. It is then and only then that schools shall start to take notice of Principle 2.6. 

5.5 RECOMMENDATIONS FOR FURTHER RESEARCH 

Since the study was limited to Ramotshere Moiloa, and study participants highlighted labour 

union interference in the interview selection processes, there is need for further research to be 

conducted and extended to other Area offices to establish how widespread labour Unions 

interference is . 

As this research findings confirmed gender disparities in school senior positions in Ramotshere 

Moiloa, there is need for further research extended to other Area Offices in the province to 

establish how the province can come up w ith effective strategies to use existing policies, and 

perhaps develop additional ones to redress gender disparities in schools. 

5.6 IMPLICATIONS OF THE FINDINGS 

The findings of this study would help educational authorities to come up with strategies that 

could help eliminate practices in the selection process that defeat gender policy intent. 
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The study findings wou ld also assist educational authorities to better understand some of the 

reasons responsible for fai lure of gend er equali ty po lic ies wi th regard to promoted posts in 

schools in Ramotshere Moiloa in particular and in outh Africa in general. Consequently, ways 

could be fo und to remedy the s ituation. The study findings also have policy implicat ions fo r the 

Department of Bas ic Education to reconsider the com position of participants in the recruitment 

and selection process . 

The study findin gs wou ld assist awaken the need fo r women interest groups, especially in the 

teaching fraternity, around the need to establish networking and mentorship structures that would 

capacitate women teachers around the realities of gender inequalities in schoo ls ' leadership 

positions. 

5.7 CO CLUSIO 

Thi s study findin gs reaffirmed the existence of gender imbalance in school leadership in 

Ramotshere Moiloa. The study then concentrated on identi fying the factors which have helped 

perpetuate gender inequalities in senior positions in schoo ls in Ramotshere Moiloa despite the 

existence of policies des igned to redress this imba lance. 

The study highlighted a number of challenges that have negated gender equali ty policy 

implementation. These challenges include the fo llowing: Existence of gender stereotypes that 

negate the capacity of fe male teachers as leaders . It is evident that these gend er stereotypes are 

founded on cultural be liefs and traditions of the community. The fi ndings have revealed 

unwillingness of fema le teachers to challenge fo r leadership pos itions, it can be logicall y argued 

that most of this unw illingness can be attributed to the fact that female teachers have lost trust in 

the interview select ion process which is corrupted by labour unions manipulation and 

Department of Bas ic Education cadre deployment in schoo ls' senior pos itions . The preference 

for family commitment and the stressfu l work envi ronment w ill most certa inly detach the female 

teachers even further away from the desire for senior pos itions in school. The effect cou ld be 

increased gender gaps in these pos itions. it is clear that dimini shed political wi ll has rendered the 

existing gender po lic ies ineffective. 
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There is, therefore urgent need for the entire education system to rethink the way it does business 

so that the SGBs, SMTs and Department of Basic Education officials can become accountable 

for the failures in their specific mandates. Developmental training for these stakeholders should 

not just be an intention but a reality. 

The study has made recommendations based on study findings. These recommendations expect 

all stakeholders to introspect and begin to do their business differently in order to ensure change 

in gender proportions in schools ' leadership in Ramotshere Moiloa. The study has also made 

recommendations for further study to be conducted to determine the degree of Labour Unions 

interference in the selection process and to broaden the scope of this study so that redress of the 

Problems of gender inequalities should cover other areas in the North West Province and the 

country as a whole. 
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AN EX RE Al - A4: I TERVIEW SCHEDULES 

APPE DIX Al: I TERVIEW SCHEDULES FOR PLl TEACHERS 

TIME OF INTERVIEW 

DATE 

PLACE 

INTERVIEWEE 

THE INTERVIEWEE: 

As you know from our earl ier conversation, my study will be look ing at women teachers' 

underrepresentation in educat ional leadership positions in schools in Ramotshere Moiloa in 

particular and South Afr ica in general. Female teachers outnumber their male counterparts and yet, 

there are more male principals in South African schools in general and Ramotshere Moiloa in 

Particular. Several stud ies have been done nationally and globally on this subj ect. However, no 

research has ever been conducted in Ramotshere Moiloa Area Office to determine the factors 

responsible. A knowledge gap therefore exists in literature on this phenomenon and this study seeks 

to close that knowledge gap and unearth reasons that perceive as being responsible fo r this gender 

imbalance. 
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everal female teachers are fru strated and despondent. Others have left the profess ion and others in 

the process of doing so. 

Your partic ipation, together with other participants in thi s study is crucial as it will form part of 

study findings that may help the research to make recommendations that could he lp the department 

of educati on take measures that may increase the number of women principals in schoo ls. Thi s 

could improve morale among female teachers thereby he lp stern the ir exod us fro m the system. I just 

wish to rem ind you that you can refuse to answer any questions you wish and that you may 

withdraw fro m the study at any po int. Do you have any questions so far? 

You are urged to feel free to express your opinion as honestl y and openly as you can. Your identity 

will remain anonymous in keeping with standard practice and the University ethica l imperati ves . 

ICE BREAKER. 

Condo leezza Rice, the once Secretary of state under pres ident George Bush junior's administration, 

once remarked that "as a black student in predominant ly white school in the USA, she had to 

perform three times better to be noticed by the schoo l administrators." Some feminists also argue 

that to be noticed and be recommended fo r Principalship, you have to be three times better than a 

male counterpart. What is your take on thi s? 

INTER VIEW QUESTIO 

1. When recommending a teacher to a Principalship pos ition, authorities are looking fo r an 

individual with the right attributes fo r the position. What in your opinion do you consider as the 

ri ght qualities of an educational leader at schoo l level? 

2. Gi ven same qualificati ons, same teaching experience and same competences fo r pri nc ipalship as 

a male applicant, what are the chances of a female applicant being successful fo r a principalship 

pos ition, and how do you expla in your response? 

3. There are more female teachers than male teachers across all phases in most schools in 

Ramotshere Moiloa, (and thi s picture is similar to nati onal figures) and yet there are more male 

princ ipals than women princ ipals. What do you regard as the contributing reasons for thi s? 

107 



4. "The filling of these posts must be guided by Affirmative action measures for designated 

Groups, (namely blacks, women and disabled educators) and representativity will be observed 

when making appointments. This is a quotation from DEPARTMENT CIRCULAR NO. 24 OF 

2014, a promotions advertisement gazette) . 

These are statements you always find in DoE promotion adverti sement gazettes. They are, of 

course, in line with broad policies such as Employment Equity Act (EEA) 55 of 1988, Labour 

Relations Act. They are supposedly intended to remind stakeholders about gender equity in making 

recommendations fo r promotion. 

Despite these provisions, gender imbalance in school leadership still pers ists in Ramotshere Mo iloa 

Area Office in favour of male teachers. What in your view are the reasons why these policies have 

not been successful as intended? 

5. Appo intment to Principalship and all promotional posts is not an event but a process. It involves 

advertisement of the post, sift ing to determ ine the applicants meeting minimum requirements, 

shortlisting candidates to be invited fo r interviews, conducting interviews, recommendations of 

candidates and appointment of successful candidate. Diffe rent stakeholders are invo lved fo r 

different ro les . What changes would you like to see in terms of these processes, procedures 

stakeholders ' ro les, which could fac ilitate increas ing the number of female principals in schoo ls? 

6. In post-apartheid South Africa, many structures such as SGBs, SMTs Department of education 

officials, Labour unions, community structures such as royalty and churches, play a ro le in 

governance or management of schools. 

Looki ng at the different roles these structures play as you understand them, in what ways, in your 

opinion could each of these stakeholders have contributed to low numbers of female principals in 

schools in Ramotshere Mo iloa? 

7. It is often argued that SMTs and SGBs in most schools are either not aware of Gender di sparities 

in thei r schoo ls or they just do not regard it as an issue. How much awareness is there in your 

school about gender inequity? Explain your response by citing some school policies and/or any 

other practical steps taken by your school to address gender disparity. 
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8. This study seeks to use the findings to make recommendations that could help relevant authorities 

put in place measures that could contribute to an increased number of female principals in 

Ramotshere Moiloa in Particu lar and South Africa in general. What would you propose to be done 

to increase the number of female principals in schoo ls? 

9. At your level as a stakeholder, which policy document (designed at your level), are you using to 

ensure that gender equity is implemented by all stakeholders in education. Can I look at the 

document please? 

I w ish to thank you for yo ur time and accepting to participate in th is study. 
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APPE DIX A2: INTERVIEW SCHEDULE FOR FEMALE PRI CIPALS 

TIME OF INTERVIEW 

DATE 

PLACE 

INTERVIEWEE 

THE INTERVIEWEE: 

As you know from our earlier conversation, my study wi ll be looking at women teachers' 

underrepresentation in educational leadership positions in schools in Ramotshere Moiloa in 

particular and South Africa in general. Female teachers outnumber their male counterparts and yet, 

there are more male principals in South African schoo ls in general and Ramotshere Moiloa in 

Particular. Several stud ies have been done nationally and globally on this subj ect. However, no 

research has ever been conducted in Ramotshere Moiloa Area Office to determine the factors 

responsible. A knowledge gap therefore exists in li terature on this phenomenon and this study seeks 

to close that knowledge gap and unearth reasons that perceive as being re ponsible for this gender 

imbalance. Several fema le teachers are frustrated and despondent. Others have left the profession 

and others in the process of doing so . 

Your participation, together with other participants in this study is crucial as it will form part of 

study find ings that may help the research to make recommendations that cou ld help the department 

of education take measures that may increase the number of women principals in schoo ls. This 

could improve morale among female teachers thereby help stern their exodus from the system. I just 

wish to remind you that you can refuse to answer any questions you wish and that you may 

withdraw from the study at any point. Do you have any questions so far? 

You are urged to feel free to express your opinion as honestly and open ly as you can. Your identity 

will remain anonymous in keeping with standard practice and the Univers ity ethi cal imperatives. 
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ICE BREAKER. 

Condoleezza Rice, the once Secretary of state under president George Bush junior's adm inistration, 

once remarked that "as a black student in predominantly wh ite school in the USA, she had to 

perform three times better to be noticed by the school administrators." Some feminists also argue 

that to be noticed and be recommended for Principalship, you have to be three times better than a 

male counterpart. What is your take on this? 

INTERVIEW QUESTIONS 

1. When recommending a teacher to a Principalship position, authorities are looking for an 

individual with the right attributes for the position. What in your opinion do you consider as the 

right qualities of an educational leader at school level? 

2. Given same qualifications, same teaching experience and same competences for principalship as 

a male app licant, what are the chances of a female applicant being successful for a principalship 

position, and how do you exp lain your response? 

3. There are more female teachers than male teachers across all phases in most schools in 

Ramotshere Mo il oa, (and this picture is similar to national figures) and yet there are more male 

principals than women principals. What do you regard as the contributing reasons for this? 

4. "The filling of these posts must be guided by Affirmative action measures for designated 

Groups, (namely blacks, women and disabled educators) and representativity will be observed 

when making appointments. This is a quotation from DEPARTMENT CIRCULAR 0. 24 OF 

2014, a promotions advertisement gazette). 

These are statements you always find in DoE promotion advertisement gazettes. They are, of 

course, in line with broad policies such as Employment Equity Act (EEA) 55 of 1988, Labour 

Relations Act. They are supposed ly intended to remind stakeholders about gender equity in making 

recommendations for promotion. 

Despite these provisions, gender imbalance in school leadership sti ll persists in Ramotshere Moi loa 

Area Office in favour of male teachers. What in your view are the reasons why these policies have 

not been successfu l as intended? 
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5. Appointment to Principalship and all promotional posts is not an event but a process. It involves 

advertisement of the post, sifting to determine the applicants meeting minimum requirements, 

shortlisting candidates to be invited for interviews, conducting interviews, recommendations of 

candidates and appointment of successful candidate. Different stakeholders are involved for 

different roles. What changes would you like to see in terms of these processes, procedures 

stakeholders ' roles, which could facilitate increasing the number of female principals in schools? 

6. In post-apartheid South Africa, many structures such as SGBs, SMTs Department of education 

officials, Labour unions, community structures such as royalty and churches, play a role in 

governance or management of schools. Looking at the different roles these structures play as you 

understand them, in what ways, in your opinion could each of these stakeholders have contributed 

to low numbers of female principals in schools in Ramotshere Moiloa? 

7. It is often argued that SMTs and SGBs in most schools are either not aware of Gender disparities 

in their schools or they just do not regard it as an issue. How much awareness is there in your 

school about gender inequity? Explain your response by citing some school policies and/or any 

other practical steps taken by your school to address gender disparity. 

8. This study seeks to use the findings to make recommendations that could help relevant authorities 

put in place measures that could contribute to an increased number of female principals in 

Ramotshere Moiloa in Particular and South Africa in general. What would you propose to be done 

to increase the number of female principals in schools? 

9. At your level as a stakeholder, which policy document (designed at your level), are you using to 

ensure that gender equity is implemented by all stakeholders in education. Can I look at the 

document please? 

I wish to thank you for your time and accepting to participate in this study. 
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APPE DIX A3: I TERVIEW SCHEDULE FOR SGB MEMBERS 

TIME OF INTERVIEW 

DATE 

PLACE 

INTERVIEWEE 

THE INTERVIEWEE: 

As you know from our earli er conversation, my study wil l be looking at women teachers ' 

underrepresentation in educati onal leadership pos itions in schoo ls in Ramotshere Moi loa in 

particul ar and South Africa in general. Female teachers outnumber their male counterparts and yet, 

there are more male princ ipals in South Afr ican schoo ls in genera l and Ramotshere Mo iloa in 

Particular. everal studies have been done nati onally and globally on this subj ect. However, no 

research has ever been conducted in Ramotshere Moiloa Area Offi ce to determine the facto rs 

responsible. A knowledge gap therefore exists in literature on this phenomenon and this study seeks 

to c lose that knowledge gap and unearth reasons that perce ive as being responsible for thi s gender 

im balance. Several fema le teachers are frustrated and despondent. Others have left the p rofess ion 

and others in the process of doing so. 

Your partic ipation, together with other participants in thi s study is crucia l as it wi ll fo rm part of 

study fi ndings that may help the research to make recommendations that could help the department 

of education take measures that may increase the number of women principals in schoo ls. This 

could improve morale among female teachers thereby help stern the ir exodus fro m the system. I j ust 

wish to remind you that you can refu se to answer any questi ons you w ish and that you may 

withd raw from the study at any point. Do you have any questions so far? 

You are urged to fee l free to express your opinion as honestly and openly as you can. Your identity 

will remain anonymous in keepi ng w ith standard practice and the Univers ity ethical imperatives . 
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ICE BREAKER. 

Condoleezza Rice, the once Secretary of state under pres ident George Bush junior ' s administration, 

once remarked that "as a black student in predominantly white school in the USA, she had to 

perform three times better to be noticed by the schoo l admini strators." Some feminists also argue 

that to be noticed and be recommended for Principalship, yo u have to be three times better than a 

male counterpart. What is your take on this? 

INTERVIEW QUESTIONS 

I . When recommending a teacher to a Principalship position, authorities are looking for an 

individual with the right attributes for the position. What in your opinion do you consider as the 

right qualities of an educational leader at school level? 

2. Given same qualifications, same teaching experience and same competences for principalship as 

a male applicant, what are the chances of a female app licant being successful for a principalship 

position , and how do yo u expla in your response? 

3. There are more female teachers than male teachers across all phases in most schools in 

Ramotshere Moiloa, (and this picture is similar to national figures) and yet there are more male 

principals than women principals. What do you regard as the contributi ng reasons for this? 

4. "The filling of these posts must be guided by Affirmative action measures for designated 

Groups, (namely blacks, women and disabled educators) and representativity will be observed 

when making appointments. Th is is a quotation from DEPARTMENT CIRCULAR NO. 24 OF 

2014, a promotions advertisement gazette). These are statements you always find in DoE promotion 

advertisement gazettes. 

They are, of course, in line with broad policies such as Employment Equity Act (EEA) 55 of 

1988, Labour Relations Act. They are supposedly intended to remind stakeholders about gender 

equity in making recom mendations for promotion. 

Despite these provisions, gender imbalance in schoo l leadership sti ll persists in Ramotshere Moiloa 

Area Office in favour of male teachers . What in your view are the reasons why these policies have 

not been successful as intended? 
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5. Appointment to Principalship and all p romotional posts is not an event but a process. It involves 

adverti sement of the post, sift ing to determine the applicants meeting minimu m req uirements, 

shortlisting candidates to be invited fo r interv iews, conducting interviews, recommendations of 

candidates and appo intment of successful candidate. D ifferent stakeho lders are invo lved fo r 

different roles. What changes would you like to see in terms of these processes, procedures 

stakeholders ' ro les, w hi ch could faci litate increasing the number of female princ ipals in schoo ls? 

6. In post-apartheid South Afri ca, many structures such as SGBs, SMTs Department of educati on 

officials, Labour un ions, commun ity structures uch as royalty and churches, play a ro le in 

governance or management of schoo ls. Looking at the different ro les these structures play as you 

understand them, in what ways, in yo ur opinion could each of these stakeho lders have contributed 

to low numbers of fema le principals in schoo ls in Ramotshere Mo iloa? 

7. It is often argued that SMTs and SGBs in most schoo ls are e ither not aware of Gender d ispari ties 

in their schools or they j ust do not regard it as an iss ue. How much awareness is there in your 

schoo l about gender inequity? Expla in your response by citi ng some schoo l policies and/or any 

other practical steps taken by your schoo l to address gender disparity. 

8. Thi s study seeks to use the find ings to make recommendations that could help relevant authorities 

put in place measures that cou ld contribute to an increased number of female principals in 

Ramotshere Moiloa in Particul ar and South Africa in general. What would you propose to be done 

to increase the number of female pri nc ipals in schoo ls? 

9. At your leve l as a stakeholder, whi ch policy document (des igned at yo ur level), are you using to 

ensure that gender equ ity is implemented by a ll stakeho lders in education. Can I look at the 

document please? 

I wish to thank you for your time and accepting to partic ipate in thi s study. 
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APPE DIX A4: INTERVIEW SCHEDULE FOR DoE OFFICIALS 

TIME OF INTERVIEW 

DATE 

PLACE 

INTERVIEWEE 

THE INTERVIEWEE: 

As you know from our earlier conversation, my study w ill be looking at women teachers ' 

underrepresentation in educational leadership positions in schoo ls in Ramotshere Moiloa in 

particular and South Africa in general. Female teachers outnumber their male counterparts and yet, 

there are more male principals in South African schoo ls in general and Ramotshere Moiloa in 

Particular. Several studi es have been done nationally and globally on this subj ect. However, no 

research has ever been conducted in Ramotshere Moiloa Area Office to determine the facto rs 

responsi ble. A knowledge gap therefore exists in literature on this phenomenon and th is study seeks 

to close that knowledge gap and unearth reasons that perceive as being responsible fo r th is gender 

imbalance. Several female teachers are frustrated and despondent. Others have left the profess ion 

and others in the process of doing so. 

Your participation, together with other participants in this study is crucial as it will fo rm part of 

study findings that may help the research to make recommendations that could help the department 

of educat ion take measures that may increase the number of women principals in schoo ls. 

This could improve morale among female teachers thereby help stem their exodus from the system. 

I j ust wish to remind yo u that you can refuse to answer any questions you wish and that you may 

withdraw from the study at any point. Do you have any questions so far? 

You are urged to fee l free to express your opinion as honestly and openly as you can. Your identity 

will remain anonymous in keep ing w ith standard practice and the University ethical imperatives . 
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ICE BREAKER. 

Condoleezza Rice, the once Secretary of state under president George Bush junior' s administration, 

once remarked that "as a black student in predominantly white school in the USA, she had to 

perform three times better to be noticed by the school administrators." Some feminists also argue 

that to be noticed and be recommended for Principalship, you have to be three times better than a 

male counterpart. What is your take on this? 

INTERVIEW QUESTIONS 

1. When recommending a teacher to a Principalship pos ition, authorities are looking for an 

individual with the right attributes for the position. What in your opinion do you consider as the 

right qualities of an educational leader at school level? 

2. Given same qualificat ions, same teaching experience and same competences for principalship as 

a male appl icant, what are the chances of a female applicant being successful fo r a principalship 

position, and how do you explain your response? 

3. There are more female teachers than male teachers across all phases in most schools in 

Ramotshere Mo iloa, (and this picture is similar to nati onal figures) and yet there are more male 

principals than women principals. What do you regard as the contr ibuting reasons for this? 

4. "The filling of these posts must be guided by Affirmative action measures for designated 

Groups, (namely blacks, women and disabled educators) and representativity will be observed 

when making appointments. This is a quotati on fro m DEPARTMENT CIRCULAR NO. 24 OF 

20 14, a promotions advertisement gazette) . These are statements you always fi nd in DoE promotion 

advertisement gazettes. They are, of course, in line with broad policies such as Employment 

Equity Act (EEA) 55 of 1988, Labour Relations Act. They are supposedly intended to remind 

stakeholders about gender equity in making recommendations for promotion. 

Despite these provisions, gender imbalance in school leadership still persists in Ramotshere Moiloa 

Area Office in favo ur of male teachers. What in your view are the reasons why these po licies have 

not been successful as intended? 
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5. Appo intment to Princ ipalship and all promotional posts is not an event but a process . It invo lves 

advertisement of the post, sift ing to determine the app licants meeting minimum requirements, 

short list ing candidates to be inv ited fo r interv iews, conducting interviews, recommendations of 

candidates and appointment of successful candidate. Diffe rent stakeholders are invo lved fo r 

different ro les. What changes would you like to see in terms of these processes, procedures 

stakeholders' roles, which cou ld fac il itate increasing the number of fema le principals in schools? 

6. In post-apartheid outh Africa, many structures such as SGBs, SMTs Department of education 

officials, Labour unions, community structures such as royalty and churches, p lay a role in 

governance or management of schools. Looking at the different ro les these structures play as you 

understand them, in what ways, in your opinion co uld each of these stakeholders have contributed 

to low num bers of fema le principals in schoo ls in Ramotshere Mo iloa? 

7. It is often argued that SMTs and SGBs in most choo ls are either not aware of Gender disparit ies 

in the ir schools or they just do not regard it as an issue. How much awareness is there in your 

schoo l about gender inequity? Explain your response by citing some schoo l po li cies and/or any 

other practical steps taken by yo ur schoo l to address gender disparity. 

8. This study seeks to use the findings to make recommendations that could he lp re levant authorities 

put in p lace measures that cou ld contri bute to an increased number of female principals in 

Ramotshere Moiloa in Parti cular and South Afr ica in general. What woul d you propose to be done 

to increase the number of fe male principals in schoo ls? 

9. At your level as a stakeholder, which policy document (des igned at your leve l), are you using to 

ensure that gender eq ui ty is imp lemented by a ll stakeho lders in education. Can I look at the 

document p lease? 

I wish to thank you fo r your time and accepting to partic ipate in this study. 
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APPE DIX B: REQUEST FOR PERMISSIO TO CONDUCT RESEARCH 'i!J NORrn-wm UNIVERSITY ~ 
YUN18t>ITI YA 80K0NE 80PHIRIM/\ 

· NOORD\il/ES·Ul1UVERSITEIT 
MAFIKENG CAMPUS 

The Area O fice Official 
Ramotshere Moiloa Area Office 

Private Bag X2046, Mmabatho 
South Africa . 2735 

el: 018 389-21 11 
Fax: 018 392-5775 
Web: http://www.nwu.ac.za 

Education Leadership 
Development 
Tel: 018 3892500 {Secretary) 
Email: eliza.senne@nwu.ac.za 

21102/2017 

Dear Sir/Madam 

REQUEST FOR PERMISSION TO CONDUCT RESEARCH 

This is to confirm that Mr B.CHIPULU (17050103) is a Masters student registered at the 
Nor1h-West University, Mafikeng Campus. The title of the dissertation is: STAKEHOLDERS 
PERCEPTIONS ON UNDERREPRESENTATION OF WOMEN TEACHERS IN 
LEADERSHIP POSITIONS IN SCHOOLS IN RAMOTSHERE MO/LOA. 

Permission is hereby kindly requested to enter Ramotshere Moiloa Area Office to collect 
data from the Area Office officials , Principals, Teachers and SGB members .. Data collection 
will be by way of interviews. 

Collection of data will occur outside school contact time so as not to interfere with teaching 
and assessment processes or office duties. The dates and times of the collections are to be 
agreed upon by the principal and all other participants. 

Participants will participate voluntarily in the data collection. The identity of the participants 
and the schoors will be kept confidential and anonymous. The information collected 
therefore cannot and w ill not be used to evaluate the District/Area Office/school in terms of 
its performance in comparison w ith others , because the in ormation collected will not be 
about academic results or teachers' teaching performance in specific schools. 

Should you enquire more information about the project, kindly contact the supervisor for this 
project: Prof Zulu (082 ?800 057) 

Herewith permission ls kindly requested to perform this research in your Area Office. It would 
be apprecta ed if you-·wOttlct-kihWy-grant written permission to this student. Any-assrstance-
given to e student to perfonn the research will be appreciated . · 

Yours sincerely 

~ 
Prof N. Dlko (Directot) 

School for Education Leadership Development 

North-West University (Mafikeng Campus) 

Mmabatho 

- - - ·-----
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APPE DIX C: PERMISSIO TO CO DUCT RESEARCH I 
RAMOTSHERE MOILOA AREA OFFFICE 

Education and Sport Development 
Department of Education and Sport Development 
Departement van Onderwys en Sport Ontwikkeling 
Lefapha I~ Thuto le Tlhabololo ya Metshameko 

Wolbod nch l , 
Z<1o rns1 

To i. ; (018) 363-5900 
Call : 003 676 1356 NORTH WEST PROVINCE 

o-m oll: mokoenos@nwpg.go v,zn 

O FFICE OF T H E A R EA MANAGER: RAMOTSHERE MOI LOA AREA OFF ICE 
NGAKA MODIRI MOLEMA DIST RICT 

DA TE: 24 MARCH 2017 

--- TO -WHOM IT MAY CONCERN 

RE: PERMISSION FOR MR B. CHIPUL TO CONDUCT RESEARCH IN RAM OTSHERE 
MOILOA AREA OFFICE. 

Thi s serves to confinn that Mr. B. Chipulu has been granted pennission to conduct research in the 

Ramotshere Moiloa Area Office. Research top ic: Stakeholder perceptions on underrepresentation of 

women teachers in leadership positions in schools in Rarnotshere Moi\oa Area Office. 

Please give him the necessary support. 

Than.king you in advance 

NORTH WEST PROVINCE 
EDUC ATI ON & SPORT 

DE VE L. OPMEN_! ~-
2017 -03- 2 4 

OFFICE OF THE AREA r,,rn.~A~ . 
P/BAG X6335 ZEERU ST 2865 
NGAKA MOD I Rf MOLEMA DI STRICT 

" Towards Excellence in Education and Sport Development " 
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APPENDIX D: INVITATION TO PARTICIPATE IN AN INTERVIEW 

STAKEHOLDERS' PERCEPTIONS O UNDERREPRESE TATION OF WOMEN 

TEACHERS IN LEADERSHIP POSITIO S IN SCHOOLS IN RAMOTSHERE MOILOA. 

Dear Sir/Madam. 

REQUEST TO PARTICIPATE IN A RESARCH INTERVIEW 

You are kind ly being invited to take part in a vo luntary research interv iew whose A im is to 

investigate reasons fo r the underrepresentat ion of female teachers in school leadership 

positions in Ramotshere Mo iloa. 

Female teachers constitute the majority in the teaching frate rnity in Ramotshere Moiloa and 

yet they represent a minority number in terms of schoo l leadership pos itions. 

Your parti cipation fo rms part of a small , and yet, an essential contribution towards the 

implementation of affi rmative acti on and realisati on of employment equity in the promotion 

procedures and processes in schoo l senior pos itions. 

Your confidentiality is guaranteed as it fo rms part of the uni versal research ethica l code. 

You are a lso free to opt out at any stage in the interview process. 

Kindly fi nd attached a consent form and a preliminary questionnai re fo r your completion. 

A schedule of 9 interv iew questions is attached for your perusal 

Thanking you in anticipat ion of your positive response. 
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APPENDIX E: CONSE T FORM 

Chipulu Benj amin (MED, student, N WU, Mafikeng.) 

RESEARCH ON PERCEPTIONS OF STJ\KEHOl J)f~RS ON UNDER
REPRESENTATION OF WOMEN TEACHERS IN LEADERSHIP POSlTIONS IN 
RAMOTSHERE MOi i ,OA . 

CONSENT FORM 

CONSENT 13Y PARTICIPANTS 

The undersigned hereby give informed consGnt to participate in the above mentioned research and 

understands the fol lowing: 

• What the research entails 

• That participation is voluntary 

• There is no monetary gain 

• That my mime and identity wi ll not be revealed and rcncclcd in any way 

• That confidentiality will prevail 

• That 1 reserve the right to withdrawal from participation al any poinl in the course of my 
pai1icipation in this sLudy 

Participants signature: ------------------- ---------------------------- Date 

Capacity ; -------------------------------------- ----- ---- (Teas ch er, Principal, SGB, Department official ) 

Research er si gna,urc: -------------- -- ----------------------------- Oatc: ----------------------------------------
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APPENDIX F: PRELIMINARY QUESTIONNAIRE FOR PLl TEACHERS 

fNTERVIEWEE /QUALIFICATION POST APPLIED YEA R SHORT LISTED FOR NOT SHORT LISTED 
FOR OFAPPLICATIO INTERVIEW FOR INTERVIEW 

WAS MADE 
I 
2 
3 
4 ---- --
5 ·---- - ·-- ·· ---- ------ --
6 -· --- - - - - --- ----- ··-- - . . -· 
7 
8 ·~-·· ..... ... ----·-- ·-- --
-9 - --· ---- -----·- ····- --- -· ··· ·- -

----·- ··- · .•. ------ ·----- -- -- - .. ------ ------ ----- -----· --··--
10 

-- - ·- ---- - -----
11 

- -- ---- ··-- ······ -- . --------- . -· -· 
12 
13 
14 
15 
16 
17 

Please note that thi s preliminary questionnaire helps the researcher to have insight into the level of ambition for promotion by our femi'! le 
educators. 
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AN EXURE G: PRELIMINARY QUESTIONNAIRE FOR PRINCIPALS 

[PARTICIPANT PROFILE] 

Please note that this preliminary questionnaire helps the researcher to have insight into how long it 

takes for one to serve before they become principals. 

Participant Highest Years Years served before appointment as principal 

pseudonym q ualification/REQV served 

as 

principal 
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ANNEXURE H: PRELIMI ARY QUESTIONNAIRE FOR SGB [PARTICIPANT 

PROFILE] 

Please note that thi s pre liminary questi onnaire he lps the researcher to have ins ight in to how long it 

takes for one to serve before they become princ ipa ls. 

Participant Highest Years Years served before appointment as principal 

pseudonym qualification/REQV served 

as 

principal 
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ANNEXURE I: EMPIRICAL DATA COLLECTION SURVEY: [TEACHER 

STATISTICS BY POST LEVEL AND GENDER IN RAMOTSHERE MOILOA] 

This survey is intended to provide empirical data on gender ineq ua lity through post levels by 

gender. 

Male Females 

PL I Teachers 

HODs 

Deputy Principals 

Principals 

Totals 

126 



APPE DIX J: ETHICS APPROVAL CERTIFICATE OF STUDY 

South Africa. 2520 

Fax : (018) 299-4910 

ETHICS APPROVAL CERTIFICATE OF STUDY 

IINwu® 
Private Bag X6001, Potchefstroom, 

Tel +27(18) 299-4900 

Web. http://www nwu ac za 

Researc h Ethics Reg ulatory Committee Tel : 018 299 

4849 

Email : Ethics@nwu.ac za 

Based on approval by the Human Resources Research Ethics Committee (HRREC) on 06-Dec-

2017 after being reviewed at the meeting held on 

06-Dec-2017, the orth-West University Research Eth ics Regulatory Committee (NWU-RERC) 

hereby approves your study as indicated below. This implies that the NWU-RERC grants its 

permission that, provided the special conditions specifi ed below are met and pending any other 

authorisation that 

may be necessary, the study may be initiated, using the ethi cs number below. 

Study Title: Stakeholders' perceptions on underrepresentation of women teachers in educational 

leadership positions in Ramotshere 

Moiloa 

Study Leader/Supervisor: PROF CONSTANCE BE EDICTA ZULU 

Student: B CHIPULU -17050103 

Ethics umber: 

NWU-HS-2017-0237 

Application Type: Original Single Application 

Commencement Date: 06-Dec-2017 Expiry Date:05-Dec-2020 
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Minimal, low or 

negligible risk 



General conditions: 

SPECIAL CONDITIONS OF THE APPROVAL (IF 

APPLICABLE): 

While this ethics approval is subject to all declarat ions, undertakings and agreements incorporated and signed in the app lication form, please note the following: 

• The study leader (principle invest igator) must report in the prescribed format to the N\VU-RERC via HRREC· 

annually (or as otherwise requested) on the progress of the study, and upon complet1on of the project 

without any delay in case of any adverse event (or any matter that interrupts sound ethical pri nciples) during the course of the project - Annually a 

number of projects may be randomly selected for an external audit 

• The approval app lies strictly to the proposal as stipulated in the app lication form Would any changes to the proposal be deemed necessary during the course of the study, the 

study leader must apply for approval of these changes at the HRREC. Would there be deviated from the study proposal without the 

necessary approval of such changes , the ethics approval is immediately and automatically forfe ited. 

• The date of approval indicates the first date that the project may be started Would the project have 10 continue after the expiry date, a new application must be made to the 

NWU-RERC via HRREC and new approval received before or on the expiry date 

• In the interest of ethical respons1bil1 ty, the NWU-RERC and HRREC retains the nght to. 

request access to any infonnation or data at any lime during the course or after completion of the study, 

to ask further questions, seek additional mfonnation, require further modification or monitor the conduct of your research or the infonned consent process -

withdraw or postpone approval if 

· any unethical principles or practices of the project are revealed or suspected, 

· It becomes apparent that any relevant information was withheld from the HR.REC or that information has been false or misrepresented, 

the required annual report and reporting of adverse events was not done timely and accurately, · new 

institutional rules, national legislation or internat ional conventions deem it necessary . 

• HRREC can be contacted for further infom1at ion or any report templates via Dalene. Vorster@nwu.ac.za or J0933468@nwu.ac.za 

The WU-RERC would like to remain at your service as scientist and researcher and wishes you we ll with 

your project. Please do not hesitate to contact the NWU-RERC or HRREC for any further enquiries or 

requests for ass istance. 

Yours Sincerely 

1. PROF. REFILWE PHASWANA-MAFUYA 

Chair NWU Research Ethics Regulatory Committee (RERC) 
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