
























































Table 1.2: Distribution of management posts by category and gender in secondary

schools in Kadoma district.

Category Male Female (N) Total (N) Male Female Total
(\) (%) (Yo) )
Heads Grade 1 4 0 4 100 0 100
Heads Grade2 6 2 8 75 25 100
Heads Grade 3 23 5 28 82.1 17.9 100
TOTAL 33 7 40 82.5 17.5 100
Source: Ministry of Education and District, May 2000.

Table 1.2, shows that out of 40 m....

.n secondary schools in Kadoma
A4
District, 33 posts (82,5%) mivélf%ﬁjpgfvplb%?ﬁé%ts (17,55%) being held

by women. Not a single womar 6t¢tiples the sénforcmandgement post of Head Grade 1.

Again they are mostly clustered in the junior grades.

The above statistics show once more that more men than women are employed in
management positions of leadership nationally and in Kadoma district in particular. The
total population of Zimbabwe currently stands at 12.5 million. Of this population, 6,5
million are female and 6 million male. Thus, women constitute 52% of the total
population while men constitute the remaining 48%. The sex ratio is 95 males per 100
females (World Bank 1998:5, United Nations Human Development Report; Zimbabwe,
1998:1). If the above figures are anything fo go by, then women as constituting a
particular gender group are discriminated against, more so, that they form 52% of the

Zimbabwean population. Men thus continue to dominate the upper occupational echelons




















































































































































































































































































the highest percentage of respondents in this investigation i.e.68.1 % (item 30) were in
agreement with the view that, for most women a professional career is dependent on the
grace and favour of the spouse. This factor could be a result of the concurrent and
incompatible time demands that women with both work and family encounter. Women
may thus, respond to worldfamily conflicts by reducing their employment involvement

and restricting their career opportunities for professional advancement.

Table 4.16: Perceptions of respor sponsibilities and sex roles
n=160
Item Strongly Agre Strongly Total

Agree Disagree

N % | N o |N % |N %
Item 29 56 35 75 M 10.6 | 12 7.5 160 100
Item 31 51 3U9 A%y . 92 ~F0 . 88, A 3.1 [160 100
Ttem 32 60 375 16y — “A06 130" 1567110 63 [160 100
Item 34 74 463 | 6FICURGISII{PCCTIEEY 9 5.6 [160 100

The highest percentage of respondents in this investigation i.e. 81.9 % (item 29) held the
perception that family and home responsibilities affect women advancement to
management. 78.1 % (item 31) were in agreement with the view that domestic and
childcare responsibilities affect women advancement. 78.1 % (item 32) held the
perception that women with young children would rather take up promotion when the
children were older. The highest percentage of respondents in this investigation, i.e. 83.9
% (item 34) were in agreement with the view that families or spouses can object to
women taking up a promotion post which takes them away from the home. These
findings confirm earlier research findings (Parasuraman and Greenhaus, 1993:194;

Coleman, 2001:79) indicating that extensive family responsibilities, especially those
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Females thus tended to be particularly identified as careful and good at detail and men as
being particularly gifted in strategic thinking.

Male leaders grasp the overall picture. Females stress detail and teacher relationships

and affections. Female teachers are more careful (Female Education Officer)

‘Women are careful and men are strategic (Female School Head)

Rai (1994:125-126) therefore concluded that in the sphere of general management,
women might be regarded as not enited tn the comnetitive thinking and work ethic
required in the market place. The p manages using a masculine style,
defensiile/aggressive paradigm and - l1ine management style, nurturing

paradigm (Gray 1993:111) is thus s.._ --eption which views the feminine

4
nurturing paradigm as ina@?ﬁri%e in fnanégfri_‘ﬂg [LP\’var contradict studies which

have sought to reject the ‘malé A9 sidttf” Base ofPnigntgément, arguing that qualities
previously stereotyped as fema‘le are potentially valuable. For example in a review of
effective management in schools Bolam et al (1993:11) found out that the head of an
effective school had a consultative ‘listening’ style, was decisive and forceful but not
dictatorial, was open to other people’s ideas and easily accessible to staff. Findings from
Coleman’s (2000:24) study also found that, most women managed their schools in ways
that could be identified as consultative and people oriented, with emphasis on teamwork
and ‘poWer to’ rather than ‘power over’ others. Some respondents concurred with Bolam
et al (1993) and Coleman (2000), who felt that many females bring to leadership an

alternate set of qualities and strengths which are equally as important as those espoused

by the perceived male model of leadership. One such response was:
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respondents in this study, both men and female, when talking about their backgrounds
indicated that they had ‘fallen’ into management by accident than by design. However,
women were more likely to make reference to career breaks. In common, with Stott and
Lawson (1997:110) women have not as a rule planned their careers over the long term.
However, it was interesting to note that some career moves seemed more likely to have

been planned:

| always knew | wanted to teach. | always thought | would be a principal...l think | started

planning five years ago lets say wt up until then | was just anxious to
get what | could earn....and gat went along (female principal)
Although this respondent had begun n the last five years, her advice to

other aspirants in the profession was uvu goal. This thus suggests evidence

of career planning by son@ﬁ%éﬁg faftrlg'sdT:Ts?I ﬁf.l@llenge for research and

literature that suggests women dré Hot ¢4réet plamhefs:

4.5 Summary

In this chapter, the results and discussion of the statistical analyses used to test
respondents’ perceptions on socio-cultural and organisational process factors affecting
gender equity have been presented. Responses from qualitative data where respondents
gave their perceptions through open-ended items on the questionnaire and field interviews
have also been presented as validation for quantitative findings. The chi-square test for
independence was used to test the relationship between respondents’ sex and items
measuring socio-cultural and organisational barriers to gender equity. A

Results showed that:
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23.

Exclusion from “old boy networks” that recruits and
place candidates to management positions affects
women’s advancement.

24,

Mentoring plays no significant role in women’s career
advancement.

25. | Most women lack self-confidence/motivation to apply
for promotion.
26. | Women do not plan their career paths.
27. | In this society religious teaching subordinates women
| affecting their career advancement to management.
28. | Most women are not interested in becoming managers as

they are more fitted to the role of teacher.

29. | Family and home responsibiliti-- -~ -* -~~~
advancement to management.

30. | For most women a professiona 1ent
depends on the grace and favol

31. | Domestic and childcare respon aen
advancement in education.

32. | Women with young children wou pa
promotion post when the children‘Wu

33.

Women without Ch“U‘iSﬁ‘\?%T‘Jéiﬁ/a@f‘Fb‘f‘Elm

take up a promotion post.

c

34. | Families/spouses can objéc¥ 13 Wothefr ks 't a
promotion post which take them away from the home

35. | The promotions committee at Regional Office is mainly
composed of men.

36. | Female teachers are not given equal opportunities with
men to prepare them for future management roles.

37. | Most women are content with just being classroom

practitioners.

38. | Women are denied promotion because culture had
consigns them to the domestic sphere.
39. | Promotion procedures like short-listing, interviewing and

selection favours males and hence affects the promotion
of females.



























