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ABSTRACT

While women constitute more than 51% of the pojputatind far outnumber men in

teaching positions in Namibia, very few occupy posas of leadership. Male candidates
are still favoured for top positions, thereby degywomen the chance to gain entrance to
these positions. One of the reasons for this iarz@ seems to be that, in spite of
conscious political effort and legislation, womeaynstill be perceived as less effective

leaders than men.

This research focused on leadership in educatmorparticular school principals, and
explored the perceptions of female principalshijol iy school inspectors. Three school
inspectors from the Rundu Education Region werpgaafully selected and interviewed.
Inspectors were selected on the grounds of theisiderable influence in the selection
and appointment of school principals.

The study found that these inspectors favour schontipals who show commitment to
their work, have good interpersonal working relasibips, are caring, good listeners,
visionary and produce good results. The inspedcttirbute female principals’ success to
their traditionally perceived characteristics, suh caring leadership and ability to
develop good human relations. Instead of percgivirese qualities as professionally
negative (as is sometimes argued in the literathee)nspectors see them as indisputable
assets to leadership. The respondents acknowkbggeultural stereotyping that may
have influenced male attitudes to women in the, fagtargue that good leadership is not

specific to gender, but part of the qualities asparpossesses, regardless of sex.

This study concludes that, contrary to what hasnbeported in many studies, these
inspectors perceive women principals as effectivegual to their male counterparts or
sometimes even more effective - because they amegcavell organized and good at
communicating and establishing relations with atherThough these qualities are
different from the traditional masculine qualitieghich include independence and



emotional strength, the respondents recognize egitirhize them as preferred qualities

in current effective leadership practice.
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CHAPTER ONE
INTRODUCTION

1.1 Context

Historically, men have dominated management andirasimative positions in public
education (Enomoto 2000: 375). However, the recgawving number of women in
leadership positions has attracted extensive relsegr female leadership.

Most research has probed the perceptions of fersders themselves, trying to
understand how they describe their way of leadRgséner 1990, Greyvenstein 1996,
Sherman 2000). In these studies, women reportechdblves as more empathetic,
collaborative and supportive than their male coupatgs; they described themselves as
team-builders and democratic leaders. Similartydies conducted in South Africa
(Ngcobo 1996, Mwingi 1999) and Namibia (Udjombal202, Kauaria 2002) reported
that female principals perceived themselves, ane werceived by their followers, to be
capable, hard working and as committed as (if natencommitted than) male principals.
However, despite women viewing themselves as capkdzders there are still few
women in senior management positions in educatiddamibia. This research takes its
cue from recommendations in the work of Burke antlids (2001) and Ngcobo (1996),
and probes the perceptions of those in authority this case inspectors of education —
concerning female leadership, since they are sebaue influence in the appointment of
principals. Burke and Collins (2001: 255) suggésit,t although their study of gender
differences in leadership styles of female and mat®muntants provided further evidence
of the existence of gender differences in leadprsiyles, there is a need for further
research in the form of asking managers’ supedarspeers to describe their managers’
behaviour. Similarly Ngcobo (1996: 93) suggestedestigations be carried out into
authorities’ perceptions of female leadership incadion. It seems that looking at self-
reports of female leaders of their leadership matydepict a complete picture, since they
may tend to describe themselves differently fronwhoeople see them in practice.

Following the suggestions of Burke and Collins (0&nd Ngcobo (1996) cited above,



this research sets out to examine female leadersdlglps from another perspective,
namely that of the inspectors.

There is also a need for this kind of research amibia, and in the Rundu Education
Region in particular, since all sectors, includedyucation, are undergoing reforms and
restructuring to address matters of concern sualeader inequality. Gender has been
regarded as a crosscutting issue and has beerpamated into the different national
priority areas in the Ministry of Education StrateBlan for 2001-2006 (MBESC 2001).

According to the February 2002 statistics, only%&f school principals in the Rundu
Region were females. All inspectors were male.r@h&re many reasons for these
imbalances, though the outcome is likely to be met@ation of the status quo, since

there are so few role models for aspirant womeddea

In Namibia most women were or still are culturahkploited and from childhood are not
considered as leaders. According to Kazombaue=tagb (in Totemeyer, Kandetu and
Werner 1987: 97) boys are brought up to be respfamily leaders, to take over when
the father is away from home or is no longer theféese cultural restrictions make it
difficult for leadership roles to be ascribed tomen and may still constitute one of the

contributing factors to the small number of womeaders in Namibia.

The inspectors of education play an important nolde appointment of principals. They
make recommendations to the Permanent Secretaryth@f Ministry for these

appointments. They are also responsible for ifleng and commending outstanding
work (MBESC: undated). Due to this important roded the fact that they are the
immediate supervisors of principals, their percapistrongly influence the appointment
of school principals in the region. | was therefamgerested in hearing whether they
perceived women leaders as effective leaders qrheatause one of the most common
reasons presented in literature for the under-semtation of women in leadership is the

negative perceptions of women'’s leadership (Tymgdudson and Rea 1998: 1).



Thus, the need for further research suggested $sarehers on this issue, the current
situation of female leadership in the region argl féct that there is no known research
that has been conducted on female leadership srégion, aroused my interest in

investigating inspectors’ perceptions of femalel&rahip.

This study thus set out to understand how these imapectors made sense of female
principalship. This research is likely to be ofeirest to those who are in or who are
aspiring to leadership positions in education imMaa. It may help to develop our

understanding of the complex issue of leaderskig,nature of educational leadership
and especially female leadership. | also beliéna &ll sectors in government, including
education, which are undergoing reforms and restrung to address important issues,

such as gender inequality, would benefit from thecome of this study.
1.2 Research goal

My research goal was to gain an understanding sfbaators’ perceptions of female
principals’ leadership in the Rundu Education ReggdNamibia. | found it necessary to
obtain the viewpoint of inspectors because, asdtabove, they are the immediate
supervisors of principals and have influence onappointment of principals. They are
also in frequent professional contact with printspand observe principals at work. My
interest was in finding out whether these inspecparceived female principals as being
effective, and what qualities they thought prinSpaeeded in order to provide effective
leadership. | felt a need to understand whethey ttad negative perceptions of women

leaders, which could be a deterrent to more woreearsng leadership positions.

1.3 Research approach

My research was conducted in the interpretive pgrad Interpretivists seek subjective
perceptions of individuals (Cantrell 1993:84). Flparadigm was thus appropriate for
my research because it enabled me to enter and tdrasubjective meaning and beliefs
of inspectors about female principalship, rathemtimposing my view of the world on

these inspectors. Since my intention was to umaeds and interpret inspectors’



perceptions of female principals as leaders, ttexpnetive paradigm was appropriate to

my study.

My study involved three school inspectors, purpolbefselected from the entire sample
of eight. Qualitative research typically uses smadformation-rich samples selected
purposefully to allow the researcher to focus iptdeon issues important to the study. |
therefore selected these inspectors in line wigs¢hexpectations. One-on-one semi-
structured interviews were used to collect datasEhnterviews were tape recorded, with
the permission of the respondents, and transcrikexdl for word. | selected semi-

structured questions, believing that they wouldwallrespondents freedom to talk and

give their own views in their own time.

After reading and rereading my transcripts | was &b identify significant issues, which
| used as themes to structure my data presentafionprotect the identity of my

respondents | used pseudonyms for both the insfseaial their circuits.

1.4 Outline of the thesis

In Chapter Two | present an overview of the literaton leadership theories in general
and in the field of education and female leaderghiparticular. | present an account of
what has been done in the field of educationaldestdp by women.

In Chapter Three | outline the research approach design. | give a description and
defense of the methodology | used, and show hoa date gathered and analysed. |
also point out the ethical implications | consiaeeasnd further highlight the limitations of

my research methodology.

In Chapter Four | present the data in the formuif-kBeadings or themes that emerged
from the data. Respondents’ words are used toeiiad reader to hear their voices.



In Chapter Five | discuss my main findings in terofisny research goals and question,
and the literature | consulted. | further estdbishether my research goal has been

addressed and research question answered.

In Chapter Six | summarise my main findings, préska implications of this study and
make recommendations for practice. | further m@@mmendations for possible areas
of research in the area of female leadership inca&tittn. Finally | give particular

attention to the limitations of my study.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

Female leadership has become a popular topic $eareh over recent decades. The field
of leadership has been historically dominated byemabut this is being challenged by
increasing numbers of female leaders in the woddoRacial and gender equality has
become a key objective of national policy worldwidéamibia is no exception; the
Namibian Constitution authorizes affirmative acttonachieve these ends. A number of
post-independence statutes have implemented affienaction, which generally has
taken two forms: provisions which ensure the presesf women on important decision-
making bodies and general authorization of affimeaaction in specific fields (CEDAW
1995).

In this chapter, | present an overview of literatwon leadership in general, with a
particular focus on literature relevant to my reskaquestion and topic: female
leadership in education. The chapter highlightskitae debates in the field, and thereby
provides a lens, or series of lenses, through Wtaa@xamine the data that emerged from
my study.

2.2 What is leadership?

Leadership is one of the most researched, talkedtaland written-about topics.
Therefore it is not surprising, as Hoy and Misk46: 373) put it, that definitions of the
concept leadership are almost as numerous as tidass engaged in its study. While
many scholars regard this open-endedness as timgiré is possible to find the range of
understandings exciting and challenging, as VanMiescht (1996: 4) remarks, and to
accept the fact that leadership cannot be defihedgh it can be described.

Some of the influential definitions in the fieldests the centrality of the leader as person.
Leadership is defined by Lussier (1996: 208) and der Westhuizen (1991: 187) as the



process of influencing employees to work toward #chievement of objectives. The
leader inspires, guides and equips his followersther typical definition of leadership
(Gardner cited in Hoy and Miskel 1996: 374) is:

Leadership is the process of persuasion or exabmphlehich an individual or
leadership team induces a group to pursue objectietd by the leader and
shared by the leader and his/her followers.

These definitions highlight the role of one persdmo exerts leadership over others to
carry out the leadership role: this person is dalle leader and the others are followers.
Therefore leadership is possible when two or maepfe are present. It can also be
spontaneous and natural; one does not necessaviéyth be formally chosen as a leader
but might be one because of the way one influentfeers. Not only supervisors perform
leadership functions, but many people along théwuarlevels in an organization can be
leaders. It is not necessarily forceful; followefsose to follow the leader out of their
own will. In other words, leadership is not aboatmenanding or controlling but about
the acceptability of the leader to the followensd anvolves coaching and collaborating

so that others can be empowered too.

However, this emphasis on the role of the leadaftisn countered by arguments that
leadership depends not only on the position, bela\and personal characteristics of the
leader but also on the character of the situatitoy(@nd Miskel 1996). These debates are
developed over the course of this chapter.

First, it is necessary to distinguish leadershigofrmanagement, since the literature often

refers to both concepts as though they were synoaogm
2.3 How is leadership different from management?

There is a tendency to use the terms ‘managemedt’leadership’ interchangeably, but
these terms, though related, point to essenti#ilgrdnt practices. One can be a manager
without being a true leader because one may no¢ ltiae ability to influence others.

There are also good leaders who are not managarexBmple, an employee in a group



might be an informal leader because he/she has mditeence on the other team
members than their manager. This does not neclgssaan a leader is someone totally
different from a manager. One can be a manager aneader at the same time.
Leadership and management exist side by side ialectic relationship (van der Mescht
1996: 7).

Van der Westhuizen (1991:187) states that manageimginates a job, a profession and
a calling, whereas leadership is a characteristiother words, a person can be appointed
as manager to carry out management functions ll&enmg, organizing, budgeting,
controlling, and the same manager can be a leagm¥ndling on how he/she influences

the followers while carrying out these functions.

Leadership is people-oriented while managementisk-triented. Thus leadership is
about empowering followers and management is abetting work done. Schmuck

(1986: 5) contrasts management with leadershiplasfs:

Management is executed and maintained throughganational structure; its
basis of power is legitimacy. In other words weyob®nagers because we see
their exercise of power as legitimate or we obewvoid consequences of not
following their orders or requests but we may disitow them because they
show leadership. In contrast leaders emerge becalisthe spontaneous
recognition of followers that they, the leadersl| Wwelp the followers to move
in a desirable direction. This means that a leadgower is derived from the
people, not necessarily from the position one hisids organization.

Perhaps the most significant point in Schmuck’siargnt is that leaders’ power lies with
followers: leaders command only insofar as follasvaire willing to follow.
Management is also typically situated at the tvelke of organizations, while leadership

may occur at all levels in an organization becaaugeerson can be a leader of his/her

colleagues at the same post level.

The distinction between leaders and managers aiadl avid how they try to influence is
one of the continuing controversies that need tovdiied (Hoy and Miskel 1996:374).



The basis of the dispute appears to be that mas@&yephasize stability and efficiency
while leaders stress adaptive change and gettioglp@o agree about what needs to be
accomplished. As Duttweiler and Hord (in Southwest&ducational Development

Laboratory undated: 3) put it:

Research shows that in addition to being accomgdisadministrators who
develop and implement sound policies, procedurad, @ractices, effective
administrators [managers] are also leaders whoesktag school’'s culture by
creating and articulating a vision, winning supgdortit, and inspiring others to
attain it.

This means it is important for an administratosopervisor like a school principal to be

both a good manager and a good leader. Hencesirstilndly | use both concepts - leaders

and managers - to refer to school principals.

2.4 An overview of leadership research

Here | briefly review leadership thinking pertineiot the notion of female leadership.
Earlier approaches that were used to study leaigerstiuded the notions of leadership
traits, situations and the contingency approactan3iormational theory was a later

development.

2.4.1 Early trait research

This was the first generation of leadership thesoriewas the application of the so-called
“great man theory” (Lussier 1996: 209). These eastydies were based on the
assumption that leaders are born, not made (Lu#isieg). Trait thinking stems from
Aristotle, who believed that from the hour of bjrtsome are marked for subjection,
others for rule (Hoy and Miskel 1996:37). Researslamalyzed traits or qualities such as
appearance, aggressiveness, self-reliance, paersnass, dominance, and intelligence to
identify traits that all successful leaders possg¢bloy and Miskel 1996; Lussier 1996).
However, no one could produce an inclusive listtrafts that all successful leaders
possessed, so research based on traits has lasgiyabandoned, because no conclusion

could be reached regarding the connection betwegartcular trait and leadership



effectiveness (Wu 2003:1). Blumberg and GreenfigldcSmulyan 2000: 12) suggest that
we need to throw away the ‘great man approachgtiempting to understand effective

school leaders, and examine the systems withinlwrimcipals operate.

However, what is noteworthy about trait thinkinghe essentially ‘masculine’ nature of
the traits highlighted (such as aggressivenes§yaeglnce, and dominance) and, even
though this theory has been discredited, its seeelsstill germinating in our societies’
minds and in organizations. For example, in myuwelt traditional leaders like headmen
and chiefs are still selected on the basis of dteriatics that are considered as
masculine, such as aggressiveness, competitivanelsdominance. If a proposed person
is soft and kind he is considered more ‘feminined dhis disqualifies this person from
being selected. Earlier this year, our studentscsedl their class leaders and both first
and second year students selected males as tlasls lad females as vice-heads. The
reason given for such selection was that womendcood lead others; they could only act
in the absence of the leader. The obvious assumpgce, as Curry (2000: 10) puts it, is
that good leadership is perceived as essentialgcutime: to be a good leader one must
be male and born to greatness. Therefore it n@risurg that there are more great men

than great women leaders.

The construction of leadership as masculine hagedlaa major role in widening the
leadership gap between men and women. Blackmated (@ Ngcobo 1996: 87) argues
that the androcentric conceptualization of leadpralas found to be the main cause for
the under-representation of women in leadershipitipps in schools. This
conceptualization, she further points out, influssthenale principals to engage in staff
development programmes which exclude women teach®rm management and

leadership growthiiid.).
Another problem with the trait theory is that itnst clear whether these traits would

‘work’ in all settings, for example in the hospithleatre, the army or in the staff room.

The notion of ‘situation’ (context) thus began ¢ézeive attention.

10



2.4.2 Situations and leadership

After finding that there was no trait or a combioatof traits which fully explained
leadership, researchers turned to the contextsetim@gs in which leadership was
exercised. They sought to identify distinctive @weristics of the setting, to which the
leaders’ success could be attributed. Accordintht® theory, the situation is the chief
determining factor concerning who emerges as aeleadhat the nature of leadership
action will be and how the group will act (van d&esthuizen 1991: 189). In terms of
this theory, a school principal may be an effectmader of a school but may not be
successful in leading the army.

Situational determinants of leadership like theegsihierarchical structure of the
organization, position power, subordinate chargsties like education, age, knowledge
and experience and the climate, openness of theoenwent were postulated to influence

behaviour and hence leadership (Hoy and Miskel 1996).

Doyle and Smith (1999: 6) state that, in the situest approach, particular contexts would
demand particular forms of leadership. In otherdspmpeople were expected to change
their style to suit the situation, otherwise thgtiyle may have become irrelevant to a
particular situation. According to this researcbus, the same person could be a follower
or a leader, depending upon circumstances (Soutame&ducational Development
Laboratory undated: 1). For example, if a quickpoese is needed, one can become
more directive or autocratic than participativeisTapproach boils down to the fact that
there is not one best style of leadership forialbsions. Thus van der Westhuizen (1991:
189) states that success in leadership depends tiporieadership actions being
appropriate and suitable to the situation.

However, Bass (in Hoy and Miskel 1996: 382) maimaithat this approach
overemphasized the situational nature of leaders¥tige underemphasizing its personal
nature. This theory also did not contribute muchtlte understanding of female

leadership, because, as mentioned earlier, leadensts historically viewed as a male
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prerogative. Its emphasis on situational charagtiesi drew attention away from the
personal traits of leaders, and it is in the imdgation of these that female leadership is to

be understood.

2.4.3 The contingency approach

Fiedler constructed the first major theory to pregpgpecific contingency relationships in
the study of leadership (Hoy and Miskel 1996: 38#H)e central idea in this approach
was that effective leadership was dependent orxafrfactors. The model proposed that
a combination of situational and individual chaeaistics partly explains the leadership
phenomenon. Group performance was seen as a oéguld factors, namely leadership

style and situational favourableness (Antoine 1988Southwestern Educational

Development Laboratory undated). Situational faableness included things like the

structure of the task; if the task was clearly kgakebut with regard to goals, methods and
standards of performance then it was more likebt feaders would be able to exert
influence (Doyle and Smith 1999: 6). In other woral$eader would have more influence
if his or her followers had a clear idea of whatythwanted to achieve, how to achieve it

and why.

Fiedler (Hoy and Miskel 1996: 387) developed a esaadlled the ‘least preferred co-
worker’ (LPC) scale. This scale asked the respotsdenchoose a person with whom
they worked least well and describe that persoa semantic scale ranging from positive
to negative attributes. Fiedler believed that wyai said about others revealed more
about you than about the person you were descrifitiogpbins and Decenzo 2001: 351).
Therefore, if the respondent described the leasflemed worker in positive terms, the
respondent’s leadership style was seen as relatposiented, but if the least preferred
worker was described in negative terms, the respuindas seen as task-oriented. Fiedler
saw an individual's leadership style as fixed; kédved that one’s leadership style could

not be changed but the situation should chandeittyle did not fit with the situation.
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Even though Fiedler's theory made a major contidoutto our understanding of
leadership, it was not without its problems. Itoged other situational variables, like
training and experience, that have an impact osaddr’s effectiveness (Antoine 1988:
4). Antoine (1998: 4) states that there is doubetiver the LPC is a true measure of
leadership style. The theory has also been cmititizor its blindness to gender.
Shakeshaft (in Bush and West-Burnham 1994: 188jcieed Fiedler's theory of
leadership effectiveness on the grounds that Hieitlen of leadership was based on the
male-dominated corporate world of big business #mat, whilst the theory was
concerned with the interplay of situational varesband the relationship of the leader and

led, no account was taken of the situational végiabgender.

2.4.4 Transformational leadership

Burns is credited as being the first to identify avthas come to be the dominant
leadership paradigm of the past few decades, natratgformational leadership (Bush
and Coleman 2000:23). Burns (1987) argued thastoamational leaders are individuals
who appeal to higher ideals and moral values, aglustice and equality, and that
transformational leadership can be found at varidegels of an organization

(Southwestern Educational Development Laboratdy:

Called by various names - transformational, chaatgm visionary, inspirational — this
new genre of theory is evoking high levels of iesgramong scholars (Hoy and Miskel
1996: 393). This type of leadership is always amsted with more traditional forms of
leadership, which Burns describes as transacti@iate leaders traditionally motivate

followers by exchanging rewards for services read€Hoy and Miskel 1996: 393).

According to Bass and Avolio (in Bush and Colema&D@ 23) transformational

leadership is seen when leaders:

Stimulate interest among colleagues and followenrggw their work from new
perspectives, generate awareness of their misgionsmn of the team and
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organization, develop colleagues and followers ighér levels of ability and

potential, and motivate colleagues and followerslaimk beyond their own

interests toward those that will benefit the group.
In this way, transformational leadership adds aedision ofvaluesto the notion of
leadership, since leaders are seen to transcemdr@grinterest for the greater good.
Burke and Collins (2001: 245) see transformatiolealders as leaders who develop
positive relationships with subordinates in order s$trengthen employee and
organizational performance. These leaders encousafperdinates to focus on the
interests of the whole group. In other words, tfamsational leaders increase
productivity by increasing followers’ level of contment, instead of rewarding them

materially to increase performance.

The data on transformational leaders and the emgrgiformation on female leaders
suggest that the characteristics of female leagenstirror those of transformational

leaders. Rosener (in Vinnicombe and Singh 2002) @i2&cribes women’s management
style as transformational, since they are basedersonal respect, mutual trust, regard
for the contribution which each member can bringl the development of individual and
diverse talents, in contrast to the traditionahs$actional style preferred by men, which

relies on power position and formal authority.

Similar findings have also been reported by otlesearchers such as Alimo-Metcalfe
(1995), Mwingi (1999), Burke and Collins (2001) adddjombala (2002). The ‘nurturing’
gualities identified in women leaders are beinggeized as a strength in management,
since they lead to the empowering of others throaiginsformational leadership
(Coleman, cited in Bush and West — Burnham 1998).19

Even though transformational leadership is on maogounts accepted as an effective
way of leading, and its characteristics match nobshose of the female leadership style,
women are still less visible in leadership posgiomhis might be attributed to the fact
that management and leadership have been histgrékfined and dominated by males.
Firstly, it was primarily men who developed manageirtheories; secondly, men have
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traditionally held more leadership positions aniddlls, men were the chief incumbents
of leadership positions (Enomoto 2000: 376). Treesfresearch on organizations has
largely examined the male experience and this cbaie resulted in researchers basing
effective leadership qualities on those qualitmsnfd in male leaders. Leadership is thus
essentially a gendered construct. Transformatitazaership may be argued to be more
feminine than other styles of leadership, becauseight have been influenced by the

approach women brought to organizations when tteayesl gaining entry.

Although transformational leadership appears tatH®e model of choice for effective
leadership, some researchers are still uncertagtheh there is a sufficiently solid body
of evidence to support its effectiveness (Doyle 8nath 1999). Wright (cited in Doyle
and Smith 1999: 9) concluded that it is imposstbleay how effective transformational
leadership is with any degree of certainty. Theefothe effectiveness of
transformational leadership remains an open quessamilarly, Conoley (in Ngcobo
1996: 18) warned that no one style of leadershigreseds in resolving all types of

conflict.

Many studies have reported gender differencesaddeship styles. In the next section, |

explore the ways men and women lead.
2.5 Men and women lead differently

In recent years, feminist researchers have begwxpose the differences between the
way men and women lead. Rosener (1990) and Shdkg4/888), in their research
carried out in the United States of America, pout that women'’s style of leadership is
democratic, participatory and more inclined to emage inclusiveness and motivation
than the male counterpart, which emphasizes indalism, duty and rules (Oulu

University library online 2002: 1).

Shakeshaft further points out that the charactesisif female leadership fit well with
notions of how to run successful schools. Similalgcobo (1996), researching teachers’

perceptions of female leaders, reports that teacherepted female leaders as principals
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because they had good relations with staff, werecieft organizers, were self-
disciplined, had the ability to bring about posstigthange and were democratic leaders.
These results are consistent with the studiesechiout by Mwingi (1999), Chisholm
(2001) and Udjombala (2002).

Rosener (1990) attributes women’s success to nectaracteristics which are generally
considered to be ‘feminine’, developed from théiared experience as women. Although
there has been a substantial body of opinion whimhs that the leadership of modern
organizations needs to be non-coercive, based amwerk and adept at building
relationships and that this is the very style afllership naturally employed by women, a
number of studies have noted generally-held negaierceptions of women as leaders,
which could account for the lack of women in serpositions (Pounder and Coleman
2002: 122).

There is also a line of argument that, becauséefsbcialization process, women have
developed values and characteristics that residiaidership behaviours that are different
from the traditional competitive, controlling, aggsive leadership behaviours of men
(Pounder and Coleman 2002:124). Eagly (in Pouader Coleman 2002: 125) argues
that expectation is a central aspect of the saatdin process. Thus people behave
according to societal expectations about their germdles and the expectation that
women will be more caring and relationship-orientedn men largely accounts for

different approaches to leadership based on geifities.goes together with the idea that
cultural factors influence the way people carry aotl respond to different leadership
styles (Doyle and Smith 1999: 8). This shows thatd are different cultural expectations
about how people should behave in different sasesind this may influence leadership

behaviours as well.

Based on the above, | therefore feel that thera iseed to disconnect gender from
biological sex in order to ‘allow’ female leadeosexhibit so-called male gender qualities
and vice versa. People tend to characterize theeseh ways the culture regards as
appropriate and positive (Epstein 1991: 150). Thiglies that men can also be nurturing,
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warm and caring if they are not made to feel enassed about showing these qualities.
Women should also be prized for qualities commoséen in men if expressed
appropriately. Sherman (2000: 138) also reports wwads like mothering, comforting,
compassionateand empatheticwere used by her respondents to describe community
closeness, anaurturing was a recurrent theme. Therefore these words dgimatlonly be
expected in women, but also in men who want todbcibse and caring relationships in

their organizations.

The notion of going beyond the gender barrier Hes potential of identifying the
characteristics of a holistic conception of leabgrsaas simply a ‘human’ phenomenon.

This is the theme of the next section.
2.6 Gender not the determinant of leadership styles

An ongoing debate has appeared in the leadershipreamagement literature over the
past two decades as to whether female and malegaanase different leadership styles
(Burke and Collins 2001: 244).

Epstein (1991: 149) argues that women who see ldegilership style as transformational
do so because of their work environment; mediuraesinon-traditional organizations
tend to permit and encourage more collegial andiggaatory management worker
relations than is the case in larger organisatidgsstein further argues that most
companies practising transformational managemerplagmmore men than women

managers; the style cannot be attributed to women.

Some research suggests that neither gender nonapwoly on a given leadership style
can claim superiority in management effectiveneSenfienfield in Ways men and
women lead 1991: 156). Meanwhile, past researctdba®mnstrated that managers who
emphasize transformational behaviour are seen asmibst effective and satisfying
managers by their subordinates (Bass and AvoliBurke and Collins 2001: 246). This

shows that the idea that gender determines leagdessie is not universally held.
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Powell (in Pounder and Coleman 2002: 126) analyedmber of research studies and
found that both female and male leaders in thenlies exhibited similar amounts of task
oriented and people oriented leadership behaviSunilarly Kolb (in Pounder and
Coleman 2002: 126) asserts that two decades adndséendicate few, if any, differences
in the leadership behaviours of male and femalesoAting to Korabik (cited in
Vinnicombe and Singh 2002: 122), the realizatioat then and women can be equally
proficient in task-oriented roles should resulimore leadership positions being opened

up to women.

The abovementioned studies reject the thesis afegyestetermining leadership style. This
implies that there are other non-gender based radioat can account for actual
leadership styles. For example, Korac-Kakabadsé&¢unnder and Coleman 2002: 127)
argue that leadership behaviour is largely detezthiby organisational demographics
such as tenure in the organisation and in the @bexperience of senior management
responsibilities. Fagenson’s studies also reveat ttmen and women in senior
management positions, and those who were well ¢gldcsaw themselves as more
masculine, while those in lower-level positions &mel less educated reported themselves
as more feminine (Vinnicombe and Singh 2002: 1ZBgrefore, Fagenson suggests that
the masculinity profile label might be better tedriapper level attributes’. But it may
be argued that, since female leaders are rareagetship positions, they may emulate
leadership behaviour using males as their role msodéis identifies a need for female
role models, so that more feminine ways of leachng managing may become more

acceptable.

Differences in leadership styles of men and womey ralso be attributed to other
influences that coincide with the sex of the leadf®r example, Kanter (in Pounder and
Coleman 2002: 127) coined the term ‘tokenism’ tsalde the situation that many
female managers find themselves in, in a male datath environment where they
typically feel isolated. This situation could prdeia set of performance pressures unique

to female managers.
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In view of the above, it cannot be concluded thamen are better leaders than men or
vice versa. It all depends on many factors inflieg¢he leader behaviour, for example,
stereotyping and organizational demographics, astioreed earlier. Therefore, those
gualities which women are made to feel comfortatitd should be prized also in male
leaders who express them and vice versa. Therddsbeuonly one category: “people”,
not two labelled “men and women” (Epstein in Waysnnand women lead 1991: 149).
A gendered construction of management becomescplantly problematic when,
according to Smith (in Enomoto 2000: 377), “thegpexctives, concerns, interests of only
one sex and one class are represented as genéralare-sided standpoint comes to be
seen as natural and obvious”. Any departure froosehperspectives, concerns, and

interests is viewed as deviant.

In the next section | explore gender stereotypmigadership.
2.7 Gender stereotyping

Numerous reasons have been suggested in literatueplain the scarcity of women in
leadership positions; these include cultural, dptegal, educational and organizational
factors (Alimo-Metcalfe 1995: 3). These factors oalseinforce sex or gender

stereotyping, which leads to different perceptiohemale and male leadership.

The category of stereotyping and sex bias encompassues of inferences made from
physical appearance and prejudices relating to eyerfstereotypes are overly narrow
ideas that are indiscriminately applied to all mensbof a group without allowing any
variation (Gershaw 2002: 1). | feel there is a néedseparate the terms “sex” and
“gender”, which are often used interchangeablyx*Se used to describe the biological
division of individuals into male and female group&ender” is used to describe the
cultural, social and psychological traits of indivals as masculine or feminine, based on
typicality for each sex, but which may be ascribedraits of either biological sex (Claes
in Vinnicombe and Singh 2002: 122). Sex differenaesnatural and cannot be changed,
but gender differences are constructed and caeftirer be learned, unlearned or even

deconstructed.
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The society we grow up in holds certain beliefsinrmg values and attitudes that are
transmitted to the young. These influence the waythink about, perceive and behave
towards the opposite sex (Kasanda 2003: 3). Ourepéipns and actions may display
biases and misconceptions that we may not be awofarbecause we take them for
granted. This may be a result of our socializatias;Gershaw (2002:2) argues; early
gender-role typing is a natural process. This mé&ams childhood we start searching for
guidelines regarding appropriate behaviours folsgir boys. These, of course, differ

from one culture to another, as we are not soeidlthe same way.

In my culture, people tend to stereotype men asgoeompetent, skilful, aggressive and
able to get things done. Women are stereotypedaas \&@nd expressive, quiet, gentle and
lacking in confidence and competence. Such stepestynay have arisen from sex-role
socialization during childhood. As was argued earlihe traditional leadership theories
viewed leadership as male. Similarly, Curry (200Q0) points out that the obvious

assumption is that good leadership is an essgnti@bculine thing.

Epstein (in Ways men and women lead 1991: 150 aids that research shows that men
and women tend to stereotype their own behaviocoraing to cultural views of gender-
appropriate behaviour as much as they stereotypédhaviour of other groups. Thus it
is not surprising to find that men are viewed asrantransactional and women as
transformational, since men will always describentBelves as competitive, aggressive
and women as caring, nurturing and democratic.eéxample, in my culture, a woman
who likes to command and control, or a man who dmesehold chores like washing or
cooking, is viewed as inappropriate and such behavs regarded as non-traditional. So
the way we are socialized contributes to the waybalnaviour is moulded. In the same
vein, Eagly and Johnson (in Ways men and women188d: 153) stated that women’s
greater social skills and society’s expectatiomsnfrvomen account for differences in

style.
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The power of stereotyping is evident everywhereti@aarly in the media. In July 2003,
as | was watching an episode Bify Brother Africaon DSTV, | saw on the screen an
SMS that read ‘Cherise stop saying idiot in thedsobecause it is not ladylike in our
culture’. This sentiment can be seen to reinforeadgr biases that, as a woman, one
cannot react aggressively to a situation, but otdymly, thus blindly reinforcing
stereotyping. It is true however that political iant seeks to challenge societal
stereotyping through policies on men and womenisabty, such as affirmative action.
Such policies have the potential to bring aboutitppes changes in compensating for
discrimination against previously marginalized greu This potential is seen, for
example, in hiring practices where more women ha@en appointed in positions of

influence.

The societal roles ascribed to women transfer ® workplace (Gaynor 1997: 38).
Shakeshaft (in Bush and West-Burnham 1994: 18T¢sstihat men and women divide
labour on the basis of sex, and male tasks are wadued than female tasks. This theory
of male domination is applied to all areas of lifg;luding the world of education. For
example, course selection and career choice acest#seotyped in terms of gender.
Subjects like Mathematics and Science are mosttpuaged in boys, whereas girls are
encouraged to take what are normally referred teaft options’ like Home Economics.
This gender stereotyping was also evident at thevddsity of Namibia, where more
women than men were enrolled for social work angsing degrees, whereas more men

were enrolled for commerce and science degrees AWEDI95: 85).

In some Namibian cultures, male domination is wicéd by religious beliefs, cultural
practices and remaining inequities. Namibian wonae#a commonly thought of as
‘mothers’. This strong stereotype makes it diffidolr women to choose other paths, and
can be best countered by the increased presengenoén in political and public life to
serve as alternative role models for young womeBY&W 1995: 5). Certain cultures
place restrictions on women travelling or living awfrom the family home (Gaynor
1997: 26). This can hamper the appointment of femah leadership positions that
require them to travel or stay far from their fasgsl
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The film industry today is more sensitive to issaésulture and gender than it once was,
but many movies still perpetuate common misconoeptabout groups of people (Media
awareness network 2003). Media may reinforce negatiereotypes in many ways, for
example the way both women and men are portrayedifferent programmes and the
subordinate or otherwise roles they are given.omes books, overuse of one-sex nouns
and pronouns likéne, his, sheand hers have been observed and this further promotes
gender stereotyping. Biblical teachings are oftiéedcn gender debates to justify female

subordination, especially in Christian societies.

The fact that female teachers at the same hiecaiclgvel as their male colleagues are
assigned and accept pastoral, rather than manggedtiacurricular activities perpetuates
the stereotype of women as nurturers and men asgeas (Gaynor 1997: 38). Since
these sexes are treated differently in terms o&mizational socialization, job status and
duties in the workplace, they tend to behave dffidy at work (Pounder and Coleman
2002: 127). Perceptions concerning styles of swfaksnanagers, held by men and
women, tend to be stereotyped. For females, ifpgreeived criteria are based on male
stereotypes, this may lead them to withdraw from ¢ompetition, even if they have

genuine managerial leadership talent and quali@éinat (Vinnicombe and Singh 2002:

121).

Scrutinizing these established meanings is theti&élye transformative process. Minnich
(in Enomoto 2000: 378) posits that transforming Wwiealge about women involves
changing our thinking, critiquing our actions areforming our institutions. In other
words, we have to recast what has been taken &mtept or standardized as a good way

of leading. This means that we have to change mamnizational culture.

Schein (1992: 12) defines culture as:

A pattern of shared basic assumptions that thepgtearned as it solved its
problems of external adaptation and internal iraggn, that has worked well
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enough to be considered valid, and therefore ttabght to new members as
the correct way to perceive, think, and feel imtieh to those problems.

Culture is learnt during the socialization procasd is created when the assumptions,
especially the deeper ones, become shared. Thasedsassumptions start to influence
the way members perceive and think about thingeréfbre cultural understanding is

desirable for all of us, but it is essential todees (Schein 1992: 15).

One of the functions of leadership is the creattbe, management and sometimes even
the destruction of culture; organizational cultusee thus created in part by leaders
(Schein 1992: 5). Nias (in Middlewood and Lumby 8993) states that heads are
‘founders’ of their school’s culture. A school cée seen as a culture dominated by
masculine language, values, patterns of interactogfinitions of knowledge and
standards of appropriate behaviour (Smulyan 206). Rlackmore (in Smulyan 2000:
26) states that these cultural beliefs, behavian values contribute to the production
and reproduction of gendered relations and actabmise institutional level. | believe such
male-dominated institutional culture can influerfeenales’ experience and behaviour.
Females working in such institutions may tend tolise men, a phenomenon Shakeshaft
referred to as constituting “men in skirts” lead@psstyles (Sherman 2000: 133), or they
may stick to the accepted traditional roles, dependn the signals they get from such

institutions.

Taking this into consideration, | therefore feehttheaders can play a major role in
subverting the culture that stereotypes leaderahigh creating one that is neutral with

regard to gender.
2.9 Female leadership in Namibia

In Namibia, as is the case in many countries, wofaemutnumber men in professions

like teaching and nursing, but they are the migatécision-makers.
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However, since independence, the Namibian goverhrard Namibian NGOs have
embarked on several initiatives with the goal afoporating gender sensitivity in the
Namibian social, economic and political developmgudls, culminating in the adoption
of the National Gender Policy in December of 19®9hiyersity of Namibia 2000).
However, information about female leadership in Naais still fairly scarce. This can
be attributed to a lack of gender research in Namnib®fore independence, due to

political barriers.

Although after independence the political barriersesearch in Namibia were removed,
there is still little information on women and leaship in education, especially in top
structures. Speaking at the Namibia Economic Sptietakfast meeting in Windhoek,

the Minister of Women Affairs and Child Welfare, tNembo Nandi-Ndaitwah, said the

current situation showed that there were more fen@vernment workers than males,
but at the management level, female representatem a drop in the ocean (New Era
Newspaper, Thursday 9 September 2004: 3). Sheefustated that Namibia today ranks
23% in the world with regard to female representatiorParliament. According to the

Minister, this was a considerable improvement, w@rgg that the country attained
independence only 14 years ago.

Currently, there are only seven women out of 108i&teal Councillors and only two out
of 26 National Council members and five out of 2ab{Det members are women. At the
local authority level, there is a marked improvemes there are 135 female councillors,
compared to 169 males (New Era, Thursday 9 Septe@2®@4: 3). One can say the
future is promising for women, as there seems tonbee gender awareness among the

community and government.

The fact that | could not find research reportsfemale leadership in education in
Namibia after visiting the University of Namibia s&arch Centre and the Ministry of
Basic Education Library serves to outline the éxgsgaps in research and publication in

this important area of research.
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2.10 Conclusion

In this chapter | began by defining leadershipt @s uinderstood by some researchers and
also how leadership is related to management, sthese two concepts overlap.
Secondly, a brief review of leadership thinking tpemt to the discussion of female
leadership was given. These included earlier amhem like Trait theory, Situation
theory and Contingency theory and the more recesmisformational approach. Thirdly,
men and women’s ways of leading were explored tjnaine examination of a number
of studies. These studies argued that women |eféetatitly from men, due to various

reasons, such as the way women are socialized.

Fourthly, | explored why gender should not be te¢éedminant of leadership styles, as
many studies have found that both men and womdmein exhibited similar amounts of
task-oriented and people-oriented leadership bebavFinally, | looked at the factors
that reinforce gender stereotypes that lead teemdifft perceptions of male and female

leadership, for example male cultural domination.

Since my research goal is to understand the inspggierceptions of female principals,
in other words to understand the multiple constomst of meaning and knowledge
inspectors make of female leadership, | felt wagkin the qualitative or interpretive
paradigm will provide me with in-depth data of iesfors’ views. Qualitative researchers
study things in their natural settings, attemptittg make sense of, or interpret,

phenomena in terms of the meanings people britigetm (Mertens 1998: 159).

In the next chapter | explore the methodology noar@prehensively.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

The purpose of this study was to investigate inspstC perceptions of female
principalship. This chapter presents and defendsrésearch approach used. | also
explain my research method, sampling procedure, giathering technique, data analysis

procedure, ethical implications and the limitatiafsny research.

3.2 Research paradigm

Neuman defines a paradigm as:

A whole system of thinking which includes basicusptions, the important
guestions to be answered or puzzles to be solliedesearch techniques to be
used ... (2000: 65)

This definition shows that a paradigm tells theeegsher how to go about conducting
research, based on the assumptions and questiobge @nswered. Three distinctly
different paradigms that guide research are P@siiv Interpretivism and Critical
Science (Cantrell 1993).

Positivists believe that reality exists apart frtime researcher and is knowable, while
interpretivists hold that reality is constructeda(@ell 1993:84). Positivists, in other
words, try to exclude people’s subjective meanimgsile interpretivists actively seek
subjective perceptions of individuals (Cantrell 3984). Gephart (1999: 4) stated that
interpretive theory involves building a second-eordeeory or theory of members’
theories, in contrast to Positivism, which is coneel with objective reality and
meanings thought to be independent of people.iRigsit concerns to uncover truths and
facts using experimental or survey methods have bbeallenged by interpretivists, who

assert that these methods impose a view of thedvaorlsubjects, rather than capturing,
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describing and understanding these world views (Ge#pl1999: 1). One may say that
Positivists take external reality (what they obs¢mno be more important than subjective

reality (individual experiences and beliefs).

Critical science is interested in emancipating pedbrough critique of ideologies that
promote inequity and through change in personakrstdnding and action that lead to
transformation of self-consciousness and socialditoms (Cantrell 1993:83). This

means that Critical Science wants to address imbafg injustices and other forms of

domination in society and to change or transformetp into a more democratic society.

Since my interest was in understanding and intérreénspectors’ perceptions of female
principals as leaders the interpretive paradignmseleappropriate. My intention was to
grasp the inspectors’ subjective meanings andfbedieout female principals’ leadership.
Cohen and Manion point out that to retain integotyhe phenomena being investigated,
efforts are made to get inside the person and denstand from within (1994: 36). In the

sections that follow, | explain how | attemptedattcomplish this.

In the next section | describe the research desfigime study.

3.3 Research method — the case study

Unlike the experimenter who manipulates variables determine their causal
significance, or the surveyor who asks standardiqeelstions of large, representative
samples of individuals, the case study researgipecally observes the characteristics of
an individual unit — a child, a clique, a classsahool or a community (Cohen and
Manion 1994: 106). Since my investigation was dri\®/ a ‘how’ question, the case
study method suited my study: Yin (cited in Mwint®99: 45) argues that where the
research requires an answer to a “how” and a “whyéstion and is focused on a
contemporary phenomenon within a real life contéx, case study becomes a suitable
research strategy. Qualitative research typicadigsua case study design, meaning that
data analysis focuses on the one phenomenon, whecresearcher selects to understand

in depth, regardless of the number of sites, ppeits or documents for a study
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(McMillan and Schumacher 1993: 375). It is in teense that | refer to my study as a
case study, focusing only on the inspectors’ pdioep of female principals as one
phenomenon | need to understand in depth. Soy (I99§ives the following advantages

of a case study method:

Its applicability to real-life contemporary, humaituations and its public
accessibility through written reports.

Case study results relate directly to the commaxegs everyday experiences
and facilitate an understanding of complex rea-$éituations

Although results of case study cannot be genedliteey lead the reader to apply the
experience to his or her own real life situatioreeen determine whether similar findings

are identifiable in his or her situation.

3.4 Research Participants

3.4.1 Sample size

My study involved three school inspectors; all ¢hneere male since there were no
female inspectors in the region, which is one ef thasons that prompted my research.
For interpretive research the sample size was gpipte, as Cantrell (1993: 90) points
out that sample size for qualitative research setlaipon the purpose of the study, not on
specific rules. The researcher looks at what s/aetsvto know, what will be useful and
what will be credible and what can be done witlie tonstraints of time and resources
(Ibid.: 1993: 91). Similarly, Patton (in Anderson 1998:1p8)nts out that there are no

rules for sample size in qualitative inquiry.

Three inspectors were purposefully selected fromotal of 8 inspectors in the whole
region. They were selected on the basis of thgyree&nce and the number of female
principals available in their circuits, as explanegelow in 3.4.2. Since this is a small-
scale study | believed three respondents wouldigeosufficient data to come to useful

answers to my research questions.
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3.4.2 Sampling

“Sampling” refers to the method used to selectvargnumber of people or things from a
population (Mertens 1998: 253). | purposefully stdd three of the eight inspectors after
consulting the education head office to get theewaof three experienced inspectors who
had more than one female principal in their ciuit was important that the respondents
had direct experience of the phenomenon of femadeldrship. Qualitative research
typically uses small, information-rich samples stdd purposefully to allow the
researchers to focus in depth on issues imponathiet study (Cantrell 1993: 90; Mertens

1998: 261.) My sampling method was therefore ie lvith these expectations.

In the next section | discuss the data-gatheringltased.

3.5 Data gathering technique — the interview

This research was conducted by means of intervi@emi-structured interviews were
conducted with three school inspectors, each kgdigtween 60 to 75 minutes. Prior to
this, one interview was initially conducted witheoeducation officer as a pilot study.
This was done in order to help me identify problemsthe design of questions,
sequencing of questions or procedure for recordésponses (Burns and Grove 1997).
According to Bell (1993:94) semi-structured intews allow the respondents a
considerable degree of latitude. Although certaiaesgions are asked, the respondents are
given freedom to talk about the topic and give rtheéws in their own time, unlike
structured interviews where the respondent is éichito a range of responses previously
developed by the researcher. Therefore the sewutsted interview serves as an
effective technique in allowing the respondentsatk freely about their experiences and

feelings without the researcher losing track.

As Gephart (1999: 4) puts it, interpretive researshoften prefer meaning to
measurement-oriented methods in collecting dateeviise my interest was not in testing
or measuring a hypothesis or theory, but in undadihg the respondents’ beliefs,

feelings and experience of female principals’ waieading.
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The primary instrument for qualitative methodshie tnquirer herself (Cantrell 1993:91).
Therefore | conducted one-on-one interviews. Thgase of the interview, as stated by
Cantrell, is to allow the researcher to gather dptee data in the subjects’ own words
and to access the unobservable, “to walk in the'h@®93: 96). Therefore the interview
technique was chosen to allow me to gain accesisetinspectors’ experiences, beliefs
and feelings. The interviews were tape-recordeth thie permission of all interviewees,
to ensure completeness of the interviews and tanjetmation for reliability checks.
However, the use of a tape-recorder does not ditmithe need for taking notes to help
reformulate questions and probes and to recorderbal communication (McMillan and
Schumacher 1993: 432). Therefore notes were akentand the interviews were later
transcribed verbatim. Transcriptions were giverth® respondents to check and verify
the data.

All three interviews were conducted in the respotsiehomes. This was what the

respondents preferred, since it avoided disrupdfcheir work.

3.6 Data analysis

Qualitative data analysis is primarily an inductipecess of organizing the data into
categories and identifying patterns (relationshigsjong the categories (McMillan and

Schumacher 1993: 479). McMillan and Schumacher 31999) further point out that

most of these categories and patterns emerge frerddta, rather than being imposed on
the data prior to data collection. In order to ifgnpatterns and organize my data into
categories, | first read and reread my notes antstriptions before listening to the tapes
again, until | became immersed in the data. Thipshene become familiar with the data
by “dwelling with the data” (Burns and Grove 19973). This process of checking the
transcripts against the audio-taped interviewsdwlpe to get a sense of the interviews

as a whole.

Since there are no absolute rules for qualitatisga canalysis, | analyzed my data by
reading the transcripts as a whole, rather tharstopre by question. Guided by my
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research question (inspectors’ perceptions of fenmincipals’ leadership) and the
literature (Chapter Two), | was able to identifguss that were significant. These issues,
drawn from all three transcripts, were then usedthesmes to structure the data
presentation (Chapter Four). Direct quotations eépondents’ views were used to
enhance the credibility and authenticity of findih@uotations from data also help to
retain the “voice” of the respondents. The thenmes tidentified provided the basis for

the discussion of findings.

During analysis, | thought of the interaction betwemyself (what | knew) and the data
occurring during analysis, in order to bracket mynaexperience of the researched topic.
This, | thought, would avoid misinterpreting theeirviewees’ experiences. “Bracketing”

is suspending or laying aside what is known abbeatexperience being studied (Burns
and Grove 1997: 532).

3.7 Ethical implications

3.7.1 Negotiating access

Bell (1993: 53) points out that no researcher camahd access to an institution, an
organization or to materials. Thus, special pernmisdo conduct this research was
granted to me in writing by the director of the Bureducation region (Appendix A)
after submitting to him an introductory letter framy supervisor accompanied by my
own request. A letter explaining the purpose ofrésearch was sent to each inspector to
ensure that they knew what was expected of themd, velmat would happen to the
information they gave. This information was neceg&efore they could decide whether
to participate or not. All three inspectors gaveitiverbal informed consent to participate
in the research. Informed consent implies thastiigects have a choice about whether or
not to participate (McMillan and Schumacher 19983;1Cohen and Manion 1994: 350).
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3.7.2 Anonymity and confidentiality

According to Neuman (2000) a researcher has a motdigation to uphold
confidentiality of data, which includes keepingamhation confidential from others in
the field and disguising members’ names in fieldeso It is in this light that all
respondents were assured the data collected weukeiit confidential and would not be
shared with anyone, apart from my research supmtvisithout their authorization.
Pseudonyms were also used to protect the anonwhihe respondents in all transcripts

and reports.

3.7.3 Researcher interactions

Although | already knew the respondents personbllyas not much involved with them
either socially or professionally, since | work far different Ministry (Ministry of
Health). This helped me to retain focus and preagtmhe from making assumptions.
Burns and Grove (1997: 398) warn that if the redear is collecting data while
surrounded by familiar professionals with whom he she interacts socially and
professionally, it is sometimes difficult to comigky focus on the study situation, which
may lead to loss of data. | adopted what CotténllMertens 1998:138) refers to as a
“friendly stranger” role with the participants. @atll adopted this role with respondents
who were unfamiliar with her prior to her study aslde found that they felt safe
revealing things to her that they would not shaité wlose friends or family, because she

was a stranger (Mertens 1998).

3.7.4 Inconveniences to the participants

Inconveniences to the participants were also takenconsideration. For example, the
issue of when and where the interviews were todmelgcted was left in the hands of the
participants, so as not to interfere with their kvoks stated above, they all chose to be

interviewed in their homes in their own time. latsied to stick to the agreed duration of
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interviewing, which was one to one-and-a-half hodghnson (in Bell 1993: 97) warns
that:

If an interview takes two or three times as longhasinterviewer said it would,
the respondent, whose other work or social actwithave been accordingly
delayed, will be irritated in retrospect, howevejogable the experience may
have been at the time. This sort of practice breaks of the ethics of
professional social research.

3.8 Limitations of my research

As the primary data collection instrument and deraale researching male inspectors,
my thinking and experience might have biased mya-dathering and analysis. It is
difficult to see how this bias can be avoided categdy, but awareness of the problem
plus constant self-control can help (Gravron, citeBell 1993: 95). For example, | tried
to avoid asking leading questions, as these migigest the responses desired by me as
a researcher and not the respondents’. SelltiZBGh 1993: 95) also points out that
“interviewers are human beings and not machinest] #neir manner might have an
effect on the respondents. Additionally, Bell (198 sees interviewing as a highly

subjective technique that always has the dangeiast

The sample that | used in my research was notraseptative sample. Instead, | used a
purposefully selected sample that could give intdepformation, which is the intention

of interpretive study.

| was also aware that topics related to gender baea known to be sensitive, therefore
it might be possible that the respondents mighthaee been willing to divulge some of
their information to the researcher. The use deirecorder might have also affected
the way the respondents answered. Therefore tkemdar tape-recording was explained
to the respondents to avoid suspicion and theim@sion was sought prior to tape-

recording.
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Guba and Lincoln (in Mertens 1998: 297) identifyedibility as the interpretivists’/
constructivists’ parallel to validity. They furthexquate transferability with external
validity. Credibility depends less on sample sizant on the richness of the information
gathered and on the analytical abilities of theaesher (Patton, in Hoepfl 1997: no page
numbering). Credibility refers to the extent to ahithe results approximate reality and
are judged to be trustworthy and reasonable (MeMiland Schumacher 1993: 157),
whereas external validity refers to the ability generalize findings across different
settings (Hoepfl 1997; Mertens 1998: 183).

In interpretive research the burden of transfeitgbis on the reader to determine the
degree of similarity between the study site andéoeiving context (Mertens 1998: 183).
Stake (in Heopfl 1997) calls this process of trardbility “naturalistic generalization”.
Patton (in Hoepfl 1997) also maintains that pragenedlidation of qualitative research
means that the perspective presented is judgedshyelevance to and use by those to
whom it is presented. This means that the validadiofindings is left in the hands of the
reader or those who use the findings to judge ord@ewhether the findings can fit into
another context. These readers are advised togpthifferent role than those reviewing
quantitative research, since the criteria for asegsvalidity in qualitative research differ.
Thus Cantrell (1993: 100) advises the consumerss®arch to wear appropriate goggles,
interpretive goggles for interpretive studies, grabitivist ones for positivist studies.
Cantrell further states that wearing positivist gleg to assess the rigour of an
interpretive study leads to inappropriate questiomscerning, for example, sample size,

generalisability and objectivity.

Therefore to strengthen the credibility of my resbal used the strategy of member
checking. Mertens (1998: 182) stated that thighis most important criterion in

establishing credibility. After transcribing thetemviews, | gave the transcripts to the
respondents to see if the notes reflected what llaglytold me. Also at the end of each

interview, | gave a summary to the respondent éifsey data were accurate. As stated
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above, | also took account of my own bias that inaye distorted my findings to help
enhance the credibility of my research.

The interviews produced rich data, which | preserihe next chapter.

35



CHAPTER FOUR
PRESENTATION OF DATA

4.1 Introduction

In this chapter, | give a brief background of theinBu Education Region and
professional profiles of the three inspectors.dntipresent the data collected from these
inspectors. All inspectors and their circuits aferred to using pseudonyms and devices,

in this case ‘inspector A’, ‘B’ and ‘C’.

A hallmark of most qualitative research is the aive presentation of data (McMillan
and Schumacher 1993:506). Data are usually prebeate quotations from the
participants’ own words, citing field notes andeintiew transcripts as sourcekbid
1993:506). | therefore present data using the astiadements of respondents to show
how they construct their world and the meaningy thiee to female principalship.

Words are powerful conveyors of meaning, perhapsemmowerful than statistics
(Collins cited in Neuman 2000:418king the actual statements or direct quotatioos fr
the data makes my research more meaningful andfisagnt to the reader, since it
reveals insights into the actual social settingmuch the reader may relate his/her

experience.

My task is thus to arrange the respondents’ viesgamding female principalship in a
logical manner, making their meaning unmistakakldethie reader (McMillan and
Schumacher 1993: 506).

Before presenting the data, | feel there is a rieethe to comment on the questions that
were used in my interview and why such questioneewsed. Initially, my questions
were not directed at differences between femalenaalé leadership behaviour, because |
was interested in hearing the respondents’ ownepgions of female principalship; |
wanted them to tell their stories, instead of ngllme what is traditionally considered as
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“masculine” or “feminine”. In other words, | wantéd move from the generalized to the
particular. Telling their own stories of what arfeetive principal is or does, without
reference to gender, gave me a better understandingpow they perceive the

phenomenon of leadership, whether they are inclioemhe sex role or not.

| further asked them to tell me stories about bu#le and female principals who were
doing well in their schools and what they thougheyt were doing that made them
successful. | also asked about the qualities theyght a good leader should have. My
purpose in this question was to find out whethey threferred qualities that are normally
associated with femininity or masculinity or a noiset of both: in other words to find out

whether they regarded leadership as a “male” tling human thing. | also wanted to
know their views of female principalship and whegytthought there were so few female

principals and not a single female inspector inrtregion.

In brief, | wanted to minimize, or work againstcadling stereotyped attitudes in order to
get to the inspectors’ real experiences. Cook dcite Ngcobo 1996: 3) states that
perceptions are seldom accurate or stable and meaprdught about by superficial
characteristics or stereotypes, such as sex @jes,race, occupation and appearance and
that stereotyping often leads people to regardipesi those that are similar to them and
negatively those that are not. | thus tried — f®el@ng as possible — to avoid questions
that could lead my respondents to present suparficejudices. An interview schedule is

appended (Appendix A).
4.2 Context and participants’ professional profiles

Presenting the context is essential for readerstterstand the study and for extending
the understanding acquired to future research actipes (McMillan and Schumacher
1993:506). All proper names are disguised and psguds are used for confidentiality.
Descriptions of the respondents’ contexts are gieesnable the reader to have a sense of

who they are professionally.
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The study was conducted in the Rundu Education dRegf Namibia. This region is

situated in the North-Eastern part of Namibiais lkied by one director, under whom is a
deputy director, and has eight education circigtssh led by one school inspector. In
total, there are eight circuit inspectors, all maléree of these inspectors were my

research participants.

4.2.1 Profile of inspector A

Inspector A was the inspector of Kasivi circuit.eThircuit had a total number of 41
schools, 148 teachers and 4238 learners. There 3@esehool principals, four of whom
were female. Three of these female principals vesteng principals. Inspector A had
been a school leader for a long time. He had beex bf the Science department for 10
years at different schools, an Education Officerr(ferly known as Subject Advisor) for
7 years and an inspector for the past 5 yearsastapparent from his term of office that
he was an experienced educator and leader. Aintleedf the interview, he was a married

man with children.

4.2.2 Profile of inspector B

Inspector B was the inspector of Katere circuitisTdircuit had a total of 20 schools, 360
teachers and 11 481 learners. There were 20 sphiaclpals, six of whom were female,

three of them acting. Inspector B had been a héa&martment for two years, a school
principal for two years, an Education Officer farde years and a Senior Inspector from

2002 to date. He was also married with children.

4.2.3 Profile of inspector C

Inspector C started his teaching career more tlvanty-three years ago. He had been a
head of department for one year, a school prindgral2 years and an inspector for the

past ten years to date. He was an inspector iMttamo circuit. The circuit had a total
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of 41 schools, 219 teachers and 6109 learnerseTere 32 school principals, five of
which were female. He was also a married man witllien.

Below | present the themes that emerged from tkee da
4.3 Qualities of an effective principal
The following emerged as qualities respondentgddite important for a principal.

4.3.1 Commitment and independence

The three inspectors believed that commitment tokwe a desirable quality in a
successful principal. According to these inspegtarprincipal should be someone who
shows interest in improvement. This is illustrated what they mentioned when

describing an effective leader.

Inspector A noted that:

The moment you enter a school where there is act@fé principal, you find
silence at the school, teachers committed to theik, they are all in classes.

Inspector B said:

| would prefer to look at someone who shows some kif hard work, and this
person should be able to show independence, whaleahings on his own,
without relying on the inspector. It should be some who shows interest in
his work.

The silence here was regarded as an indicatioretleayone was busy with his/her work;

there being no time to make a noise. Inspectorf@mnex to one of his principals as “a
principal with a strong positive leadership” beaie was committed to his work, and

“he encourages his learners to work very hard anid hlways doing the right thing”.

Commitment was also seen in one female principab whowed some charismatic

commitment to or enthusiasm in getting everyon& $ichool and the community,
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involved in attaining her vision of building a sdttall. In other words, these inspectors

expected a leader to translate their own commitnmeatone that can be shared by others

4.3.2 Communication

Two of the inspectors saw communication as an itapbrcharacteristic of effective
leadership. Inspector B indicated that one of bimdle principals managed to lead her
school successfully because she communicated kamviery clearly to everybody.
Inspector B further stated: “...this principal h&e tskill to communicate, to persuade
and mobilize people, that is why she managed tovatet parents to build even a school

hall and also to become an effective principal.”

Inspector C also saw ensuring the flow of informatat a school as a very important
aspect of running an effective school. This wassttlated in the example of how one of

his principals had managed to bring change todtisd:

You see the school had no procedures to follow, fmw there is morning
briefing where he passes information to the teachEnere is also assembly
and devotion where he directs the learners andmgdhem on all happenings
of the day.

Inspector C believed this helped to keep teachdmsmed with up-to-date information
and upcoming changes. According to these inspeadgpen communication contributes
to the empowerment of others and the building dfitpa relationships, whereas poor
communication can create mistrust amongst peopda imstitution. Listening was one of
the communication skills identified by inspectoa€ a quality that contributed to female
principals’ success in leadership. He stated #vaiafe principals understood and showed

empathy for others.

4.3.3 Good interpersonal working relationships

These inspectors believed that having good relshigs with others would enable the
principal to understand other people’s roles incadion and also to accommodate their

views. They believed that other people’s opinions #elings should be considered.
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According to inspector A, he would appoint a prpati who showed good working

relationships with others, such as members of dimencunity. He said:

Normally good managers or principals, we identlgrh from others because
they have a very good programme which is followad they command this
programme with the help of teachers, not as arviddial, not commanding in
the sense of enforcing, but that the respect narsedrom the people because
of the way he is presenting himself.

Inspector B noted that since there were many peopelved in a school, like the

community or parents, “one needs to understand th&grests in order to work with

them”. The value of accommodating other peoplegsvgi is highlighted in:

| think that it is important, accommodating othewople’s views, because you
are not going to work in isolation; there will besahool board, teachers,
learners, learners’ representative council (LR@greé will be inspectors, so
everybody might want to contribute to the developtma the school. So it is
not the question of what | want as a principalwbat the people want.

According to inspector C:

a good principal should be a person who has goladioeships with others,
because if a principal does not have good relatipssand a sense of caring he
encounters problems with others.

Referring to one of his principals, inspector Adsai

He has a good relationship with his teachers, &armand the community;
parents understand and appreciate what he reghestso do.

Inspector A saw this good working relationship astdbuting to teacher and learner

motivation. He said:

A principal in my circuit managed to win an awardm an NGO because he
had a very good development plan, which he produmeavorking together

with his teachers and the community. This principas the ability to motivate
and he produces good results.

These inspectors further considered community werolent in the school development
plans as very important. They believed that a gmaacipal should be able to mobilize
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the community to get involved in school activitidsspector B gave credit to a female
school principal, who became the first principaltie region to actively involve the
community in her school to such an extent that stagmaged to build a school hall,
without government funding, but with the supporttiodé community. These inspectors
also believed that creating a good working atmosplvehere people felt good about
themselves and their work would enable the prindipaommand respect from others,

promote a culture of trust at the school and endataff development.

Inspector A stated:

Respect must come from the people because of the the principal is
presenting himself and if a person has respectrginom the people, people
appreciate him and he has what we are lookingifoumning an institution.

Inspector A also noted that a principal needs teofparents, learners and teachers to
improve learner performance and implement the dcldewelopment plan: therefore
he/she cannot work in isolation. Inspector C alstwibaited the success of one his
principals to his good working relationship withsheachers, parents and learners. He

gave his illustration of this relationship as fola

He encourages learners in the life of the schoslehcourages and motivates
his learners to succeed every year. He introducex-giving at his school
which encourages learners to work very hard.

Inspector C was thus interested in a leader wholwed others, such as learners, in
decision-making, in order to improve the qualitytled life of the school. He believed in a
principal who gave attention to the level of motiwa of his/her members in order to

improve the work of his organization.

These inspectors also believed that a sense afgcaras important for building good

working relations and regarding caring, inspecteadl:

If a principal does not have good relationships andense of caring he
encounters problems ...schools led by female priteiparform exceptionally
well because they [female principals] are carihgytlisten to advice ...
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Inspector A also stated that female principals quenf better because they were more
concerned than men; they cared. One could saythbé&tvo inspectors considered that a
principal who valued human resource was effectivaunning a school. This also shows
that they expected a school leader to have nudguqualities of caring for his/her

followers’ concerns and needs.

4.3.4 Problem — solving skills

Problems arise in any institution, and thus twah# inspectors saw problem solving
skills to be associated with high school effecte®nand positive student performance.
They believed that the way in which a principal l[deédth problems was one way of

determining his/her success as an educationalileAdean example of the emphasis on

problem solving, inspector B had this to say:

The person should be able to show some kind ofpewi@ence, who can do
things on himself, without really running to thesjpector to solve problems.

And creativity is also important. ... Now if this gen is to depend on the
inspector as the sole problem-solver, by the tingeinspector comes it will be
too late.

This also shows that these inspectors expectetdakleader to be proactive in solving
problems, to take the initiative and explore pdss¥ays of solving problems. Inspector
A also indicated that he would expect a person 8happointed as a principal to solve
problems experienced in a school, be it manageoreggneral problems.

Again emphasizing problem-solving, when asked whydferred to two of his principals

as “successful”, inspector B said:

Why | refer to them as successful principals iss itare that you are invited to
their schools to solve simple problems. Honestly go not need to worry too
much about running to their schools ... they know wtbado, to be frank they
know what to do.

This shows that these inspectors expected a pahtiptry to anticipate and identify

possible problem areas before they became a redfigpector C also saw having
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knowledge of the four management functions (plagninrganizing, leading and
controlling) as contributing to effective leadershi

Another guality that was woven within the resporideresponses to other questions was

the importance of a vision. This will be presemedt as a separate theme.

4.3.5 Vision

All inspectors strongly believed that leadershiguieed vision. They believed that
principals should have a picture of what they wartkeir schools to be and their learners
to achieve.

Inspector B had this to say:

| have a very good principal, very good in termdeafdership, the person has a
vision and mobilizes teachers and learners to pgutkis vision, getting them
involved in his vision and planning to realize thgion.

Also responding to why he thought his female ppatisucceeded in leading her school,

inspector B stated:

She had developed a school development plan, aomissatement for her
school. One thing | would say: she has communichésdsision very clearly to
everybody, the teachers, learners and parentsh&hthe skill to communicate,
to persuade and to mobilize people to align to utsgon. | think she is a
“visionary”, people might call it, and she is a ficed and very much
outstanding principal.

In the same vein inspector C described one of és principals, who had managed to

lead his school successfully, in this way:

He is someone who has high expectations for himéga and looking at him,
he leads his teachers with a clear vision and coes to focus on teaching and
learning.

Inspector A described his principal as:
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...someone who has the ability to motivate his teechad the community to
come up with a very good school development pldriclvis a long-term five-
year plan aimed at improving learners’ performance.

Having a good plan for the future and realizingvés seen as a very important way of
achieving success. Inspector B also referred te pitan as a vision that the school
community has to realize within three to four yeansorder to improve the school in
terms of results and growth. These inspectorsebedi in a shared vision with co-
workers as a part of achieving success and alsmwarnng others to contribute to the

realization of the vision.

4.3.6 Other qualities of leadership

Other qualities that were viewed to be important dffective leadership in education
included: creativity, organization, leading by exdenand a sense of accountability.
Looking at the above example of the female priricipao managed to build a school

hall, it is clear that she possessed these qualitie

As an example of the emphasis on leading by exampector A noted, while referring

to one of his best schools:

A timetable is effectively followed and the prinalpmonitors the programme
and also participates in the teaching. In otherdaphe leads by example.

This principal was seen as setting a very good elary not just concentrating on
management matters, but also on teaching, themdxueaging his teachers to be serious

about their teaching.

Inspector B said that a school was subject to ohangry day and thus one needed

creativity to develop a school.

Inspector C also described his best principal asm&one who is always doing the right
thing”. He believed that this helped the principahtrol his school and get support from
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others. Leading by example takes us to the nexbitapt theme to emerge from the date:

of role modelling.

4.4 Other factors influencing appointment of femalegrincipals

4.4.1 Role models

According to one of the inspectors, an effectivader can be a role model to others.
Inspector B believed that his principals were depilg their teachers, helping them to

become good resourceful teachers themselves. He sai

One of my principals has always something to shatfe you, like one thing he
shared with me was how he developed his teachdredome good teachers so
that they don’t need him always to come push theadotwhat they have to do.
He motivates them so that they become resourcbeeathemselves. So that is
something | personally admire and expect that othachers could emulate
what he is doing.

Inspector B also believed that if other principedsild see these best principals as their
role models and copy what they were doing, theyctmdd become good principals. The
issue of role modelling was also illustrated inpstor B’'s comments on why there were

no female principals in senior secondary schools arspector posts:

Today what | do not understand is why they (fenjadiesnot apply; maybe we
need to take one on board and see if she willcitothers to come on board.
I’'m not really sure whether it is the fear of thenthnd of the job or if it just
that there is no role model for them to look at.

Inspector B believed that bringing more female gipals and female inspectors would
help prove to aspiring female leaders that thevjas not as bad as they might have
thought and would help open doors for many. Heelvek role modelling encouraged and
motivated others to take up the challenge.

Another factor mentioned by the three inspectotsciwvthey thought influenced the type

of leader a principal needed to be, was the nadfireork. | present this in the next

section.
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4.4.2 Nature of work

The three inspectors believed that the nature akwafluenced the appointment of
women in principal posts. They mentioned that tweyld prefer someone who was hard
working and focused to take up the position of @pal. They further believed that the
nature of the work contributed to the low numberwamen in principal positions.
Inspector B stated that competition for senior pmss was high among women and men

and that men stood a better chance of getting thests, for the following reason:

Most men have been in management positions andwhes these positions
are advertised, only those who have been in pgeiepositions (men) qualify
in terms of experience and qualifications.

These inspectors also believed that the naturdefidb was not attractive to women
because they did not choose to work in rural aasasthis type of work needed someone
who was “tough”. This is evident in inspector B@atment that “culturally, women were

seen as not emotionally strong, like a man, toomtake the pressure of a bigger school”.

Inspector A believed that women tended to withdralen confronted with difficult

situations, while men would always persist. Helfartstated:

If a female principal is less qualified than othesise tends to withdraw; women
do not have that motivation to say even if I'm legslified | can still do it.
They lack this, but men will always be forcefuleevif they are less qualified,
they would like to go forward. When you compare thenber of men who
have failed to succeed because they are lessiqdalith that of females you
find that most men still try to work hard. But ifis a female she will tell you
“Can you please transfer me to another school lsecton not able to run this
school...”

These inspectors believed that, to be an effegiueipal, one needed to produce good

results. This is evident in their statements. logmeA proclaimed:

| have one female principal who is doing well ahé fias managed to improve
the results by at least three per cent this yehigwis an achievement.

47



Inspector B noted: “l used to call my principal gaa my view, if they meet some basic
criteria, for example they should be able to predresults”. Again putting emphasis on

the results, inspector B stated:

A female principal has been appointed at one scjusbito surprise the whole
region by competing with giant schools producingyyesery high academic
results.

Inspector C also described one of his best pritgigs one who encouraged and
motivated his learners to succeed every year, ardado introduced prize-giving at his

school in order to encourage learners to work hrarde

4.4.3 Cultural stereotyping

According to these inspectors, there was no re&saliscriminate against women but
they admitted that, in the past, stereotyping atitbrofactors like work environment
contributed to the minority of women in leaderspgsitions. They indicated that women
tended not to apply for posts, especially in renasess, because it was rough work and

they preferred to be with their families.

Asked if that was the reason why he had only twmdke principals in his circuit,

inspector A had this to say:

First of all my circuit is a remote circuit ... to frank most ladies do not prefer
to apply for posts which are in remote areas, ianhe issue, but of course we
know that in the past there have been overlookinfgpmales in management
positions.

Inspector B commented as follows:

In the past, the appointment of principals restedthe hands of inspectors. It
could be that the previous inspectors might hawnladl male and might have
preferred to go for males as principals. Seconuby,long ago, it was the world
of men; only recently after independence are wéirtgl about equality.
Leadership was regarded as something for men asditly now that we are
having equal competition among women and men. Thirdhe high
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competition in principal positions puts men at a@lvantage, since they have
been in management and thus qualify in terms oéeepce and qualifications.
Fourthly, women in the past might not have the guatsfight for senior
positions.

Inspector B further pointed out that the culturackground of many men in their
communities created the perception that women weteble to run bigger schools, but
only lower primary schools where they could playhawoung children. He said, “We

have looked at or appointed females as second-citaens”.

Another reason that was mentioned by two of thpao®rs was that female leaders were
less competitive and that they tended to give gilyeavhen seeking senior positions like
principal ship or “they do not have the guts tdhfifpor senior positions”, as inspector B
put it, and that they lacked the motivation andfictemce to face the challenges.

On the other hand, despite these stereotypes, timspectors saw no reason to
discriminate against women and viewed female ppaiship positively. Inspector A felt
that female principals were more organized than meéarms of managing resources. He

also said:

If a female principal is qualified, from my own eqence, the female principal
will do a much better job than a male principaleytare more concerned and
there is less absenteeism in female principals.

Inspector C also stated: “I do not see the reaswndiscriminating [against] them

(females), they just lead like any other person’alsimilar vein, inspector B stated:

To me, leaders are not necessarily to be discoweithih the sex of a person,
be it male or female ... to me they all possess trdittes or the potential to
become good leaders. All that you need is to stemntill and have a vision. |
believe it is within everybody, whether male or &den
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4.4.4 Opportunities available for aspiring female¢aders

All three inspectors felt that there were opportiesiavailable to assist female teachers to
take up leadership positions. Inspector B felt thatting female teachers in middle
management positions had created opportunitiethéan to get appointed as principals.

He described what he did in his own circuit asoiol:

In my circuit, what | normally do is in each andeey school where there is a
head of department position, there is a female lfadepartment. Because
currently for you to be appointed as a principal should have been head of
department before. So if females are already indlmidmanagement, the
chances are there for them to become principals.

These inspectors also emphasized the importanceéhefcontinuous professional
development programme, which was in place to peepaew principals for their
principalship. In this programme principals, weieeg modules on administration and
management to enable them to know what was expesftaem. Inspector B also
believed that affirmative action, which was alreaitly place to help create equal
employment opportunities, would help women, as ohéhe previously disadvantaged
groups, to gain access to leadership positions. i3 of role-modelling, which has
been mentioned in 4.5., was thought to be imporitanmhotivating female teachers to

apply for positions as principals.

Inspector C felt that the orientation which newnpipals received played a role in

helping them lead effectively. He stated:

We always orientate them as soon as they are iakehe job market. There
is a mentor in each circuit who shows them how @oatpout carrying out
administrative matters and managing the school.

This shows that these inspectors believed in lgadiyn example; they believed that
bringing more women on board would motivate femiachers to apply for senior

positions.
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4.9 Conclusion

In this chapter, | presented the views of the thnspectors, which were shared during
the interviews. In the next chapter, | attempt takensense of my data in terms of my
research goal and question, and the literatureé bansulted.
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CHAPTER FIVE

DISCUSSION OF FINDINGS

5.1. Introduction

In the previous chapter, | presented data desgithia inspectors’ perceptions of female
principalship. In this chapter, | discuss emergssyes in terms of the research question.
Since descriptive data do not make sense withaangbeterpreted, | interpret the results
of my research drawing on appropriate literaturel amking into account previous

findings, cited in my literature review.

As this study was of a relatively small scale, nmdings must be taken as suggestive

rather than conclusive: nonetheless some integestsues have emerged.

My research goal was to understand the school atspge perceptions of female

principalship, and the themes are reconstructed fhe data reported in chapter 4.

5.2 Qualities of an effective principal

5.2.1 Commitment

The respondents felt that commitment to work wagartant in a leader, and expressed
this idea in a variety of ways using words suchhasdworking’, ‘interest in improving

work’, and ‘showing independence.’

Commitment features strongly in leadership literatiHorgan (in Pahal 1999: 3) defines
commitment as passion seen through caring, coneam, building “perpetuation”. |

found that my research participants saw commitmantbeing related to leadership
success in a school. They saw principals withgh lsoncern for their work as playing a
major role in boosting students’ achievement, bseatey instilled this commitment in
their teachers and learners. They helped teadieexhannel their energies toward
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achieving the goals of the school. Commitment tokn@annot be taken for granted in
leaders. Sterling and Davidoff (2000: 27) mainthiat:

One may have the status, authority and resporigibilia leader, but this does
not automatically make one an effective leadere fiitst step in turning around
a negative situation is the commitment to lead.m@itment frees one from
making excuses as to why a negative situation daciremge, and allows one to
make a real difference to practically any situation

Commitment is thus fundamental to good leadershigh ia a quality that needs to be
cultivated with dedication, because working wittopke can sometimes be disheartening.
Commitment carries one through difficult times ahelps the leader to overcome
obstacles and difficulties. In other words, whee tioing gets tough one needs to be

committed in order to overcome.

5.2.3 Task- and person-orientation

The tension between task-orientation and the mgldind maintenance of good human
relations has dominated leadership research forptst century. | believe that both
dimensions have their roots in early leadership amahagement thinking: task-
orientation in the scientific management paradigsoaiated with Frederick Taylor, and
person-orientation in the human relations movemainiyhich Mary Parker Follett is the
spiritual leader. It is generally regarded as @dsé that leaders achieve a balance
between these orientations, as is recommendedakeBind Mouton’s Managerial Grid,
where an ideal style is projected as high in batiedsions: concern for task and concern
for people (Reece and Brandt 1996: 317). Variatmmshis notion do occur, for example
in Hersey and Blanchard’s Situational LeadershiglehgReece and Brandt 1996: 328),
where the task-person tension shifts to accommatitiezent levels of follower maturity
or readiness. These dimensions were first cleaytified in studies conducted at the
Ohio State University. These studies resulted & ltbadership Behaviour Description
Questionnaire (LBDQ). In the LBDQ, ‘initiating strtwre’ (the task dimension) includes
any leader behaviour that delineates the relatiprisétween the leader and subordinates
and at the same time, establishes defined pattefn®rganization, channels of

communication, and methods of procedure; ‘constamraincludes leader behaviour that
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indicates friendship, trust, warmth, interest aadpect in the relationship between the
leader members of the work group (Hoy and Miskeb6t9382). Contemporary
leadership thinking sees this classical tensiofeihtly, probably in response to the
realization that people are the most valuable asfsaty organization, and that leading
people is more complex than managing processesbiRoland Decenzo (2001: 349)
argue that employee-oriented leaders were assdaaate higher group productivity and
higher job satisfaction, whereas production-oridrigaders were associated with lower
group productivity and lower worker satisfactiomebe findings are supported by Burke
and Collins (2001:253) who argue that today’s oizgtions need managers who can
develop positive relationships with subordinatesve as role models and persuade
employees to look beyond their own needs and foouse interests of the group. What
is constant, though, is the idea that effectivelées should be able to address both the
task and human requirements of their educationstitutions, and the view that the
achievement of a balance is desirable, is stivalent. Reece and Brandt (1996: 4), for
example, write that most organizations that sunawmel prosper over a long period of
time maintain a balance between concern for praolu@nd concern for people, which
means both tasks and relationships should be seequally important. My research has
produced interesting findings that feed into thebate.

My research participants perceived having good mumeationships as one of the
essential qualities in a leader. In my opiniorg three inspectors would hire a school
principal who is able to promote a collegial wokienvironment characterized by
mutual trust and respect for others’ ideas andrfgel They saw a strong connection
between workplace satisfaction and school success;is, if teachers, parents and
learners are satisfied, there would be better t®sthe kinds of leaders my respondents
had in mind would be principals with a collaboratileadership style, wiling to work

with people in a positive way.
The link between success in organizations andipesi¢lationships among workers is a

recurring theme in leadership literature. Bush Bhddlewood (1997:10), for example,

pointed out that:
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Where governors and staff work together constrattiand harmoniously, it
provides a powerful basis for success but conflat, separation between
professionals and lay governors, may serve to intdvelopment.

My findings confirm that people are the most impattresource in a school and that
working in isolation is not conducive to the efigetrunning of the school. The qualities
that were highlighted are skills such as commuigoatrole modelling and being a

visionary leader. The quality of ‘caring’ was higjtited as a female attribute. The caring
attitude of the female principals showed their @ncfor people, which was thought to

be beneficial to the atmosphere in a school andwowe to good performance.

This finding is consistent with the results of arlier study by Comer (in Pounder and
Coleman 2002: 125) who note that female businesgages tend to be rated higher than
male managers on the “individual consideration” elsion of transformational
leadership. These dimensions of caring and nagdunave been identified by Gray (in
Bush and West Burnham 1994: 189) as some of theactesistics of the feminine or
nurturing paradigm. Interestingly, these inspectacsepted and perceived women as
good performersbecause ofthose feminine qualities. Increasingly, these umurg
qualities identified with women are being recogdizs strengths in management (Bush
& West-Burnham 1994: 190).

Results such as these presented here give riggumants that strongly favour women
over men as leaders. As discussed in chapter twdkeBand Collins (2001: 245) see
transformational leaders as leaders who developiymselationships with subordinates
in order to strengthen employee and organizatipealormance. My respondents saw
the importance of transformational leadership aadofired a school principal who

displayed a transformational leadership style.
The moral dimension of leadership is also stresSedd interpersonal relationships need

to be accompanied by honesty, being straightforwaittd people so that they know

where they stand. Honesty breeds an atmospheresif tThis is why these inspectors
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believed that a principal who does not have goddrpersonal working relationships
with others would always encounter problems witheos.

| also believe that it is important for leadersuttderstand the people they work with so
that they can make profitable use of their stremgthd encourage and assist them to
grow in their work so that they can contributetie effective functioning of the school or

any organization. Through teamwork, a leader carnhgegs done.

It is thus clear that my respondents favoured @alcleader who was people-oriented.
People-oriented leaders are concerned with edtaidisand maintaining relationships
and will emphasize things like expressing feelingsamwork, harmonizing and
compromising (Love 1994: 38). Concern for peoplenitiests itself as personal
involvement with goal achievement, maintaining gdbtwates’ self-confidence,
responsibility based on trust rather than submesses, maintaining pleasant working
conditions and satisfactory interpersonal relatigos (Gerber, Nel and Van Dyk 1999:
298). Literature has referred to such leadershipaascipative, since it is group-centred,

enhancing teamwork and decentralized decision-ngakin

However, task-orientation was also identified asgaificant characteristic of leadership.
In my research, task-orientation was seen chieflyha ability to solve problems. From
my discussion with the three inspectors, it waslem that they would favour a leader
who could solve problems without too much relianceothers or on them as inspectors.
They saw the solving of problems as being relategahool effectiveness. Van der
Westhuizen (1991: 158) also feels strongly abooblem solving as a management task.
He states that a characteristic of managementais ithalso makes provision for the
solution of problems, and that the educational éeadould always have to determine
which problems should receive priority and whicluldobe dealt with later. This means
that a school principal should be someone who lbasiderable insight when solving
problems. Thus van der Westhuizen (1991:158) atates that the way in which a
principal deals with problems is one way of deteing his/her success as an educational
leader. | also believe that if problems in a s¢have not properly handled and solved,
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there will be conflict in a school and the prindipéll be chronically burdened with
additional problems, which will lead to an unhewlthorking climate. That is why the
inspectors demanded the special abilities of probs®lving in an ideal educational
leader. These abilities are also important becankeols are characterized by conflict,

and conflict management presents more problemhéoeducation leader.

5.2.4 Vision

As has been found in other studies cited in litea{Martin and Henderson 2001; French
and Bell 1995) it was evident to me that the ingprscrecognized the importance of
vision in leadership. Leadership requires visisithout vision to challenge followers
with, there is no possibility of a principal beiagleader (Pejza 1985 in Southwestern
Educational Development Laboratory: undated). AstM and Henderson point out, a
vision describes a desirable future in a way tlatveys meaning and inspiration to
others (cited in Manasse 1986 in Southwestern Huunzd Development Laboratory:
undated).

| found that my respondents expected a principabeoable to identify a vision and

convey this vision to others. This is confirmedibgpector B’s remarks about his female
principal who succeeded in communicating her vigmmthers, as presented in chapter
four under 4.3.5. Principals should know wherdrtkehools ought to be headed and

what their students should achieve.

According to Senge (1990: 9) one idea about lehdethat has inspired organizations
for decades is the capacity to hold a shared gatfithe future members seek to create.
This is consistent with what was mentioned by mytip@ants regarding visionary
principals. The quality in question is also re¢erto as “charisma”, a word used by one
of my respondents. Burke and Collins (2001: 248) dmarismatic leaders as those who
are admired and trusted by their followers; theyveeas role models and their

subordinates aspire to be like them.
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What my respondents particularly stressed is thi@m@f communicating, or sharing the
vision. When a personal vision becomes translateala shared vision, people become
empowered, so that “... people excel and learn, aoabse they are told to, but because
they want to” (Senge 1991:9). These inspectorgebegl a principal to involve others in

the enactment of the vision. Bennis and Nanust@st follows:

It is, however of no use having a dream if thatdras not shared by everyone
else. Itis best if everyone else has a partenstiaping of the dream, leaving it
to the leader to articulate it and to capture is@me way so that it steals into
the imaginations of the people. Some of the lead@t it with words, some
with visual models, some just by living and breaththeir vision in contact
with their people (Bennis and Nanus in Handy 199%).

Martin and Henderson (2001: 73) stress the sanze ide

One of the most prized aspects of leadership dewdlls of an organization is
the ability to develop with others a vision thatables everyone to make a
commitment to achieving it. This has been recoghe® a feature of successful
leadership for a long time.

Sterling and Davidoff (2000: 90) give the followingasons why vision building should

be a participatory process:

If followers are not part of the development pracethey will be poor
supporters at the implementation level. If allksetaolders are involved from
the outset they will own the vision and feel a laereof.

If the school community is not a part of the pracésmay not abandon negative ideas
and attitudes about the school, which may weakenntbmentum towards a positive
future.

If the whole school community is not involved, om#l not get the benefit of everyone’s

creative input in the process. Since there are nagpgcts of school life that need to be
accommodated into the vision, one must be surealhabese concerns are involved in

the vision-building process.
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It seems evident that without the contributionarfrthe entire school community, the
vision cannot become a reality, because many willb@ motivated and willing to strive
towards achieving the vision they are not a part dhis is a particular challenge in
Namibia, as it is in South Africa, where parentsehdor so long been alienated from
schools and often lack basic competences (suchtexacly) required to participate

meaningfully.

Literature suggests a direct association betwesionary leadership and transformational
leadership. Burke and Collins (2001: 245) argus thansformational leaders achieve
results by persuading employees to believe in tlesion and its attainability. Similarly,

Leithwood and Aitken (1995: 28) see the developnuéran organizational vision and a

mission as:

a critical transformational leadership functiondahose assuming leadership
roles feel responsible for helping to move the oizgtion in the direction of its
goals.

It was interesting to note that my respondentszedlthat both men and women could be
visionary leaders. This finding is important to @oas this attitude can be motivating to

those women who aspire to take up leadership paositi

Thus one can say that these inspectors regardeel gbthe principals in their circuit as
successful because they empowered their teachdrieamers and the community as a
whole. The entire school community felt ownersbfghe outcomes of their goals and
understood how their actions helped to shape thisé. The example given earlier, of a
female principal who involved the entire school ocoamity in building a school hall
without funding from government is a good instarmfea visionary leader. Her
achievement is consistent with what Shakeshaftedcin Sherman 2000: 139) notes,
namely that women make better use of language hndmicourages community building,

are polite and cheerful and use shared decisionAgaityles.
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In my opinion, these inspectors would hire a ppatiwith a transformational leadership
style. According to Peters (cited in French and B895: 96), one of the eight attributes
that characterises excellent innovative comparse$productivity through people”. |
agree with Peters that one has to value and regeegtle, because they are the most

important assets in any organization: without tivamlvement, failure is likely to ensue.

Naturally, good interpersonal relationships dependcommunication, to which | now

turn.

5.2.5 Communication

Communication has been described as the mutuahagehof ideas and interpretation of
messages (cited in Van der Westhuizen 1991: 20¢)pafticipants - like those in other
studies - believed that open communication contiebdo the empowerment of others
and the building of positive relationships, whergasr communication can create
mistrust amongst people in an institution. Bennigl &Nanus (in Handy 1999: 116)
identify communication as one of the four strategiegarded as a necessary condition for
any freedom of action. They believe that withowod communication, or some
approximation of it, no aspiring leader would stamdgich of a chance (Handy 1999: 116).
Similarly, my participants believed that withoutnemunication it would be difficult to
realize one’s vision: effective principals succéetause they communicate their vision

very clearly to everybody.

According to Reece and Brandt (1996: 22), it is @aot exaggeration to describe
communication as “the heart and soul” of humantimia. They further state that
communication is the means by which we come to aderstanding of others and
ourselves. To grow and develop as persons, we constnunicatelpid. 1996: 22).

Similarly, the importance of communication in a&egsful school was also confirmed by
women respondents in Sherman’s (2000) studies. eTh@emen principals felt
responsible for ensuring communications at all levé-or example, one woman said the

following about the importance of communication:
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If I don’t keep everybody informed, I'm simply ndbing my job. It keeps
everybody happy and it prevents unnecessary gramland questions about
what we are doing here. | want everyone to thivdt they can come into the
school at any time and that they will know whahappening.

Mazzarella and Grundy in (Southwestern Educati@lelopment Laboratory: undated)
also note that “effective school leaders in pafléicuare good at communicating” and
have the “aptitude and skills they need to intekaell with others; they know how to

communicate”.

Smit and Cronje (cited in Kauaria 2002: 77) viewnoounication as an integral part of
all leadership or management functions, claimirag th order to plan, lead, organize or
control, leaders have to communicate with theirlofeérs. Thus one can say
communication is central to democratic school lesliip. Schmuck and Runkel (1994:

119) also point out:

For educators to be clear about instructional gaads/e important problems,
make effective decisions, and put plans into actionany acts of
communication are required. If the educational pizmtion is to remain
responsive to demands of all sorts, an open flomfofmation from and to the
various groups must be maintained.

My respondents saw good communication as impoitamiaking an institution like a

school a happier place to work than one with caistd communication. They would
favour a principal with what Shum and Cheng (19965) called ‘human’ leadership,
principals with ‘human’ leadership skills who emplz& relationships and feelings and
seek to lead through facilitation and empowermeletarly good communication skills lie

at the heart of such leadership.

Besides the skill of good communication of visiamdampowerment, | found that my
participants considered female principals as affedbecause they are “good listeners”.
Superintendents in Mahoney’s (1990) studies (cited Southwestern Educational

Development Laboratory: undated) also advised:é@fteople aren’t looking for instant
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comments or solutions; all they want is for sometmbear them out”. Listening skills
are also an important characteristic of leaders fabiitate change.

The ability to communicate well, reported in won{as in Sherman’s study cited above),
ensures a better sense of networking with theeestthool community. In a democratic
society, involvement of others like teachers aneipis in decisions is important and this
can only be possible if there is good communicatidnbelieve good communication

ensures transparency in an organization like aadcho

Although these inspectors did not regard the siilkommunication as peculiar to any
gender, they identified listening as an importaktl $n women, which made female

principals more likely to succeed. One can thus thay they support the notion that
women bring to administrative practice qualitiesessary for democratic school reform.
Interestingly, although caring and listening hawe among the characteristics which
were culturally considered in our societies as ‘ifene” or inappropriate in leaders, they
feature strongly in my findings as qualities whicbntribute to women’s success as

leaders.

5.3 Factors influencing the nomination of female gncipals

5.3.1 Role models

My participants saw the absence of female role nsoideprincipalship as contributing
to the absence of female principals. They notet shmce there were very few female
principals, it was necessary to bring female ppats on board to see if they would
attract other female teachers to apply for thestsp@ven in rural areas. They believed
this would prove to the aspiring female leaderg tihaan be done.” The lack of role
models is also seen by Sherman (2000: 141) astaladimg factor in the low number
of female leaders. She states that women have dwaer fvomen as role models and

have been mentored less than men for certain Ighaiggpositions.

Garland (cited in Sherman 2000: 141) also arguas Women have had difficulty

developing needed mentorship relationships, beocaldee male administrators typically
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prefer protégés who are junior versions of themese\lhis sort of attitude constrains
women'’s professional ambitions and career developmiéhese inspectors understood
the importance of positive reinforcement and thedni®r positive role models in order
for more women aspirants to be able to take uposgrositions. In other words, the
more women are visible in leadership positionsntioee contagious this will be to other

women who would wish to apply for these positions.

Reece and Brandt (1996: 430) also note the impoetain role models for women, as it
would help women break away from traditional expgonhs. They further see such role

models as women who have the ability to:

* Plan a career and prepare for continued advancement

* Know what they want and ask for it.

* Make decisions, live with the consequences, anth ligam the process.

* Realize that with equal rights come equal respditsals.

» Seek out opportunities that increase their abglitied status.

» Develop qualities of cooperation, dependabilityf-sentrol and expertise in some

areas.

Such women are referred to by Hall (in Udjombal@2@B4) as “prototypes of success”.

These inspectors also believed that an effectiaddecould be a role model to others in
terms of leadership practice. For example, a pgoedcivho models the way is the one who
‘walks the talk’ or ‘practice(s) what they preaciOne can say these inspectors believed
what Albert Schweitzer believed: “example is e main thing in influencing others, it
is the only thing” (cited in Reece and Brandt 198®).

A role model is that person you most admire orlikedy to emulate (Reece and Brandt
1996: 72). Burke and Collins (2001: 248) also rtbtd transformational leaders serve as
role models and their subordinates aspire to be filem. | can thus say that these

inspectors regarded the presence of female roleelm@$s an important element in the
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professional development of women, due to the tfaat they constituted an example of
women in management and thus provided more sugmattpsychological security to
those new and uncertain female recruits. | foumat tole modelling was seen as an
important aspect in helping those women with atkehivision of their own potential to

become aware of the opportunities open to therheamiorld of employment.

5.3.2 Nature of work
The inspectors | interviewed saw the nature of waska contributing factor to the

invisibility of women in leadership positions. Awrding to them, principalship is a
competitive type of work and men stand a bettemcheaof climbing the ladder due to
their long years of experience in management posti In the eyes of those who hire
principals, women are often seen as lacking thegregion required for the job. These
inspectors saw this role as requiring someone was tough, and emotionally strong.
These characteristics have been traditionally cemed as masculine (this is discussed in
5.3.3 under ‘stereotyping’). The question of hovomen will gain the necessary

experience in the first place obviously pointshe teal issue.

King (cited in Van der Westhuizen 1991: 534) repdhat promotion opportunities for
women in education were affected because of réstig placed on their appointments in
the past. They were not considered, for instange,pfomotion to posts like Circuit

Inspector, since one of the unwritten requiremevas that promotion would take place

from the position of school principal and few wonwatupied those positions.

These differential levels of opportunities are dtentified by Weightman (in Bush and
West-Burnham 1994: 185) who said:

Men tend to do the high profile, straightforwartbgahat are part of the natural
progression up the hierarchy. The job of headepfadtment of faculty has a
clear role that everyone understands and accépis enables the post holder
to be seen as being a manager and doing management

| also found that the inspectors perceived theeissuwomen not wanting to work in
remote areas as a contributing factor influenchegrtprofessional progress. | think this
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is one of the “hidden” professional barriers memgid by my respondents, because not all
women who aspire to principalship are married oveh&amilies in town. Van der
Westhuizen also sees geographic mobility, in thee aaf women, as a limiting factor,
since the women cannot easily accept a managerashinpa neighbouring town, while a
man could do this and then plan for his family towe (1991:558). In my opinion, this
leads to women tending to suppress their earligratsons. Once they are given reduced
opportunities to rise in promotion positions, thdgvelop an attitude of reduced
dedication. | thus tend to agree with Greyvensteited in Van der Westhuizen 1991.:
549) who states that many women have career ambitimd aspirations which do not
differ in any way from those of their male countetg who are in line for promotion
posts in educational management, but that they Igindg®m not have the same
“opportunities” at present. This belief that memwwld be high school principals suggests
a certain kind of control and authority, based pawer over’ and ‘fear of’ (Sherman
2000: 134). According to my respondents, the femdies who were principals were at
primary schools. The respondents felt that womemewegarded as “second-class
citizens” and would not be able to run larger ingitbns or high schools. | therefore
think that, in order to bring fundamental changesvomen’s status, the justifications for
women'’s exclusion, especially from high schoolgdgeto be questioned. Otherwise this

will continue to reinforce the myth of separate l@srfor women and men.

5.3.3 Cultural Stereotyping

My participants admitted that stereotyping had kdboted to the low number of women
principals and women in other senior positionseyrhlso believed that women were not
motivated to apply for principalship, especiallyrural areas. As stated under 5.3.2, they
indicated that women preferred to be with their ifeas. The weakness of this kind of
stereotyping is that it does not account for tlymificant number of women who do not
have families in urban areas or those who are unedarThere must be other reasons
why they do not aspire to senior positions in rueskas. Moreover, if family
commitments constitute the limiting factor for wam® take up senior positions in rural
schools, why are women in other professions, sgchuasing, willing to take up senior

posts in remote clinics and hospitals?
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My participants further pointed out that promotiopportunities for women in schools
were negatively affected because of restrictioas were placed on their appointment in
the past. Women were not considered because dhtkeof experience in management
posts. They believed that this problem was broagout by the previous, predominantly
masculine, norms in the selection of leaders intélaehing profession. Women who are
in line for promotion posts in educational manageimeften do not have the same

opportunities.

Thus one tends to agree that individuals who avergfew opportunities to rise in the
promotion structure are likely to distance themsglfrom anything which smacks of
promotion. Additionally Shakeshaft (in Bush and st¥Burnham 1994: 181) states that
people who have very little opportunity to move thg hierarchy (woman teachers)
disengage in the form of depressed aspirationss i$heferred to by Greyvenstein as the
“role conflict dilemma” (cited in Van der Westhuizel991: 550). According to

Greyvenstein, contemporary society has not yethexhthe point of accepting that it is a
natural phenomenon for a woman to be both (if shefeps) a homemaker and an

effective career woman. Therefore she says (ind&anNesthuizen 1991: 550).

The woman aspiring to an educational managemeiitigofas to contend not
only with the conflict between her traditional raé wife and mother and her
career role, but she also has to develop a newitlefi of self to succeed in her
role as manager. Sex-role stereotyping compoumdsiriter role conflict in
women. Where teaching has been traditionally vibag being complementary
to the woman'’s role of wife and mother, managenermontradictory to this
role, thereby causing further conflict.

Another stereotyped attitude that my participanetioned, which was practiced in the
past and may still be, was the preference givendn by those who appointed candidates
into educational management posts. They statadribat selection panels consisted of
men and thus preferred to appoint men rather th@amem. This corresponds well with
the literature. Schmuck (in Bush and West- Burni&94: 181) argues:
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Through all stages of preparation from encouragtegchers to seek
administrative positions to final selection of adisirative candidates — the
chances are that a man will be preferred to a woman

My research participants also recognized some dfir tlexperiences of female

principalship. They felt that, not long ago, magagnt was a world of men, so it was
only after independence that equal competition betwmen and women became
possible. They reflected the commonly held view thamen might not have the “guts”

to fight for senior posts like principalship, anehgested that the cultural background of
most men in Namibian communities viewed women aapable of running secondary
schools. The inspectors also felt that women wess persistent than men in applying for
promotion. As reported earlier, Shakeshaft (citeBush and West-Burnham 1994: 181)

comments on the same phenomenon.

Although these participants noted that they theweseldid not see the reasons for
discriminating against women, they seemed to sthereame stereotyped belief, reported
in literature, that a manager had to be emotionstigng and tough. The fact that the
respondents consistently used the past tense -example when they said that, in

traditional cultures, women “were” seen as not eéomatlly strong — suggests that they
themselves had moved beyond these stereotyped,vievpeerhaps that the country as a
whole was trying to move ahead in its thinking. t@erly the fact that they were able to

identify cultural and societal barriers to womeadvancement so clearly indicates a
degree of awareness which in itself is progresdicodarly since they claimed not to be

victims of this constrained view of human potentlal fact, one of the respondents was
adamant in claiming that good leadership qualitiese not gender-specific, and may be

found in men and/or women, as reported earlier.

There is, in fact, evidence to suggest that men imaye become the victims of
stereotyped thinking. Reece and Brandt (1996:48%heir studies, point out that many
men are tired of being in control, of not expregdineir emotions freely, and of feeling
they must constantly strive for achievement. App#y, men have discovered that the
strong, unemotional, ‘in-control’ image supportgddrevious generations is not realistic
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for men of the 1990s and beyond. Men want freedoread the way they want to,

instead of being restricted by traditional sex-retereotypes. The masculine sex-role
orientation represents dominant, unfriendly, insteatal and control behaviour and
female sex-role orientation represents submisgnendly, and emotionally expressive

behaviour (Shum and Cheng 1996).

It is nevertheless difficult to escape subtle disoration against women that exists in
society’s celebration of ‘masculine’ characteristi@as positively correlated with
professional success. In addition, this subtle ¢ang to allow stereotyping to continue
can lead to predominant masculine norms in thecgefeof principals. In this regard,
Greyvenstein (cited in Van der Westhuizen 1991;) %%& advice for women aspiring to

leadership positions:

Women aspiring to leadership positions must, howesgriously consider the
consequences of adopting masculine behaviour aitd,tand it has been stated
that women should not take on a male image. Reafmnthis advice to
women may be found in research results on the teflaess of women
principals compared to male principals, which réwbat many traits inherent
in women underscore high levels of competence amelience as school
leaders . . .

This advice is in line with Shakeshaft's warningt€d earlier) that women should not
adopt what she calls a ‘men in skirts’ leadersliypes Similarly, Schmuck (in Pounder

and Coleman 2002:127) identifies potential tensiergerienced by women in senior
management positions, who must, according to Sckribecome abnormal women;

they must transcend the social expectations of lameas in order to aspire to the socially
prescribed role of a leader”.

Other attitudes that were made clear by my pagiti®, which | considered stereotypical,
included Inspector B’'s comment that one femaleqgpoial ‘surprised’ the whole region

by producing good results after a former princifadale) at the same school had
disappointed the community by producing poor resulhspector A also claimed that if a

female principal is less qualified, she tends tthdraw: he believed women lack the
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motivation to ‘go forward’. The message is cleaen are expected to produce good
results and to have self-confidence: for womerutsed is an unusual thing.

Cubillo (cited in Cubillo and Brown 2003) arguesathwomen’s so-called lack of
confidence was more to do with unfamiliarity withetterritory than a lack of faith in
their abilities. The fear of failure also tendedlte much reduced once women were
aware of the rules of the game. Additionally, Bimore (in Cubillo and Brown 2003:
281) described women as “outsiders inside”. Thatthey (women) were inside the
institution but outside the “boys club”: women wéweorking inside a system not of their

own making”.

5.4 Opportunities available for women to reach priipalship

5.4.1 Putting women in middle management positiorte prepare them
for principalship

Among the external barriers, reported in literatgBemulyan 2000), which limit women’s
access to educational administration, include & lat available information about
positions and few structural opportunities to g#ie skills and visibility needed to
advance in the system. My participants felt it artpnt to address this barrier, by taking

the steps needed to prepare new principals, intudomen, for the new job.

| found that my participants were conscious ofrigyto create opportunities to make it
possible for women to take up leadership positiofitiey reported the need to enable
women to climb the principalship career ladderptigh such steps as appointing female
teachers to be heads of departments in their sshaofl also involving women in
continuous professional development programmes evitleey would be exposed to

modules on school administration and management.

These inspectors believed that putting women indieicthanagement positions (like head
of department) would pave the way for them to atgincipalship, since only people
with management experience stand a chance of badmgidered for principalship.

Historically, women have been the minority in alamagement positions, making their
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chances for further promotion slim. Similarly, Weigan (cited in Bush and West-
Burnham 1994) also saw the head of departmentggbag of a natural progression up
the hierarchy. Weightman noted that the job ofdhefadepartment has a clear role that
everyone understands and this enables the postriolde seen as being a manager and

doing management work (Bush and West-Burnham 1B84).

One of the dangers of this strategy would, of ceute that the middle management
position simply replaces the position of teachethasnew glass ceiling: the emphasis has

to be on moving womethroughthese positions.

5.4.2 Professional Development Programmes

Gone are the days when principals were expectpeériorm their duties in a hit-or-miss

fashion due to lack of professional training in m@@ment. Nowadays, principalship is a
task which not only requires academic certificatibnt also professional expertise in
carrying out management duties. The ability to bee#fective leader and to achieve
success is aided, at least in part, by developrheptmrtunities received. To learn to be
effective principals, women also need access ioitigaand education programs.

My participants emphasized that new principals cluding female principals - were
involved in a continuous professional developmerdgmmme, which was aimed at
equipping new principals with knowledge and skila school administration and
management. They believed that this helped newcipais in leading their schools

successfully.

One of the inspectors also felt that it was impurfar a new principal to have a mentor.
He stated “there is a mentor in each circuit wheagk shows them (new principals) how
to manage their schools”. Burke and Collins (20R46) also note that individuals
striving to become successful within an organizatieed coaching and guidance from
their supervisors, mentors and peers. Smulyan0(2Z2@) argues that women sometimes
lack the information and experience that would pievstepping stones into the

bureaucracy, because they do not have the netwoiksnentors, frequently available to
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male teachers who aspire, to or are encourageanhtsder, administrative careers. Given
this situation one may ask whether one mentor jeuit system employed by my
participants would be enough to cater for both raed women who need support and
encouragement. More importantly, would the mentalis be male? This lack of
mentorship may possibly have had a contributingatfto women’s later entry into the
principalship and to the feelings of isolation wameho aspire to and assume positions

of leaderships experience Smulyan 2000: 20).

According to Shakeshaft (in van der Westhuizen 1384), this approach, where the
male educational leader is held up as a model darafe aspirants, leads women to
emulate these models without question as though wiere the only way of working

which ensures success and efficacy. Shakeshafdin der Westhuizen 1991: 559)
further argues that this imitated behaviour (witalenmodels as the only norm) is also
possibly not the best or most sensible way of waykior educational managers. It is
therefore interesting to note that women’s waywoifking should not be seen as inferior

or ineffective but equally important.

5.4.3 Affirmative Action

Affirmative action was perceived by one of my paants as a strategy to help women
achieve senior positions. He stated: “affirmatagtion is already there, making it a bit
easier for women to get into management positiod$ie Namibian constitution calls for
affirmative action to make sure that women partiggpfully in all spheres of life,

especially in decision-making positions. Article @3Xhe Namibian Constitution states:

It shall be permissible to have regard to the taat women in Namibia have
traditionally suffered special discrimination ahatthey need to be encouraged
and enabled to play a full, equal and effectivee rl the political, social,
economic and cultural life of the nation (The Cdunsbn of Namibia not
dated: 16).

Affirmative action has been defined by Greyvens{@invan der Westhuizen 1991:558)

as
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. a positive action taken to remove artificiatpbiary, and unnecessary
barriers to employment when these barriers opénatdiously to discriminate
on the basis of racial or other impermissible cfasgions.

The BMF Blueprint (in Gerber, Nel and Van Dyk 19886) defines affirmative action
as:

a planned positive process and strategy aimedasforming socio-economic
environments which have excluded individuals froisadvantaged groups, in
order for such disadvantaged individuals to gaiceas to opportunities,
including developmental opportunities, based oir ghatability.

It is very clear from the definitions above why govment has adopted the affirmative
action policy: it is interested in national recoostion and elimination of all the

inequalities of past discrimination.

| found that my research participants had reached point of understanding the
democratic practices of the Namibian educationesgstvhich requires everybody to be
treated equally. These participants therefore @asledged that much still needed to be
done to get more women on board. | found inspsetaititudes positive: they were ready
and willing to implement the affirmative action ptiges in their circuits to enable
women to take up leadership positions. This isl@vi in what inspector B was doing in
his circuit, where he was putting women in headegartment positions in order to pave
their way to principalship. This seems an impdrtaractice in helping to eliminate
discrimination against women. | also believe thations speak louder than words,
because it is common knowledge that Policies artd fi&e the Affirmative Action Act)
can be enforced by law, but their success dependshanging attitudes. Policy only
becomes real when the mindset of those implemeritiegn is ready to receive their
intentions. | thus believe the positive attitutéewn by these participants is important in
transforming the education system, through encoogagore equitable participation in
leadership: inspectors are able to effect transdtion, since they are directly involved in

appointing principals.
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However, though these inspectors showed that trexg working towards changing the
school environment, the picture is still pitifuftet number of female school principals was
still very low after 14 years of independence; éxample, there was still not a single
female principal in senior secondary schools.eétrss that the top leadership (inspectors
included) is still holding onto the old system @painting principals and thus not fully
implementing affirmative action and other strategier gender equity. It is also
important to note here that the successful impleéatem of affirmative action
programmes in organizations is dependent on theanigtion’'s ability to adapt to
change. They say, “old habits die slow”, and ppshi@e ‘old guard’ finds it difficult to
get rid of the traditional and comfortable pracsicén other words, the pervasive
organizational culture has not changed to the éxhext these inspectors’ views suggest,
and may be retarding the organization’s abilitatiapt to change and challenge (Gerber,
Nel and Van Dyk 1999: 164).

Affirmative action should not merely be seen asréqdacement of male principals with
female principals to redress inequality: this widit improve the education quality in our
education institutions. If affirmative action indes assessing the skills profile of both
men and women, so as to determine what must betdanmgrove their skills, this would
be a step closer to redressing inequalities, fatiig the advancement of those socially,

economically or educationally disadvantaged.

It is thus important for my participants, as impenters of affirmative action, to
understand this legislation in its entirety. T\l enable them not to just appoint people
simply because they have been disadvantaged aaddtegs of whether they can handle
the situations. Steven Carter, an African-Ameritamn school graduate, felt unhappy
and insulted when he was given a post because bevaed as “the best black” he
wanted to be judged on his merits, not on beingk(&eece and Brandt 1996: 420). On
the basis of this, Reece and Brandt (1996: 420)nwhat when affirmative action
employees find they are different from the majonfytheir co-workers and supervisors,
they may experience loneliness and isolation. Thay not be able to gain the sense of
“belonging” that is essential to self-motivationdagventually may leave their jobs. One
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could say that preferential treatment should b#fied on an individual’'s merits (skills)
not only on his/her historical status, since sufgrential treatment subjects the person
to self-doubt. Thus, affirmative action policy sifab not simply overlook more qualified
people and fill positions with incompetent peoplEhis is in line with one of the basic
principles of affirmative action in Namibia, whisates that preferential treatment under
carefully planned affirmative action programmes wtloonly be given to suitably
gualified persons (Gerber, Nel and Van Dyk 1992)16

5.5 Conclusion

This chapter looked at how inspectors viewed amdgieed females as school principals.
It emerged from the interviews that these inspactthrough to some extent still trapped
in stereotyped visions of the principalship, wenege of the limitations inherent in past
discriminatory thinking and practice. They peregivfeminine’ qualities like caring,
good listening and empathy as important ingrediasiteffective leadership. They
perceived and accepted female principals as beirgpad as, or sometimes even better,

than their male counterparts at leadership.

They did, however, acknowledge that the coloniadtpnd cultural stereotypes have
played a major role in discrimination against womeédne of the inspectors felt that all
one needs to be an effective leader is emotiomahgth: the sex of the individual is
irrelevant, although this same quality was seearimther inspector as lacking in women:
he saw women as not having the courage to takehallenges but rather as giving up
easily in difficult situations.

This research also established that, although thiede inspectors accepted that women
are as capable as men, there was still no singtelé principal running a senior
secondary school 14 years after independence.astalso found that these inspectors
could not refer to a female principal as a ‘besh@pal’ when they were asked to
mention and talk about best principals in theicwits, they only did so after being asked

follow-up questions prompting them to think aboemfle principals too. This, which
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they attributed to the low number of female primdspin their circuits, they could easily

refer to.

But the question that can be asked is: why are #tdlyno senior secondary female

principal after 14 years? One of the possible @answould be that those responsible for
the selection of principals do not look at potdrdiad qualifications women have, but are
primarily interested in previous leadership rec(@gperience) when selecting, which is
unlikely to be found in female teachers. Thisrddeads to absence of role models for

women, which was seen as a contributing factonéddaw number of women principals.

In the next chapter, | present a summary of my nfamlings, conclusions and

recommendations.
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CHAPTER SIX

CONCLUSION

6.1 Introduction
In this chapter, | present a summary of my maidifigs, discuss the potential value, as

well as the limitations, of the study and make recendations arising from my findings.

Finally | present possible areas for further resear

6.2 Summary of main findings
My findings present a mixed picture of female leatig in the context of principalship

in Namibia. My respondents identified, and to soextent also portrayed, traces of
stereotyped thinking as regards the suitabilityvomen to the nature of principals’ work.
These are factors, which contribute to the low nemdf females in principalship, and

include the following:

» The post of principalship was seen as competitieguiring someone with many
years of experience in management to qualify.eduired emotional toughness and
self-confidence. These qualities of emotional towegs and competitiveness were
traditionally presented in literature as male cbemastics.

* Management and leadership posts were still perddivbe male territory

e The low numbers of women in top positions createscamus cycle, whereby there
are not enough role models to motivate aspiring emieaders

« Women teachers were still thought of in terms dirthioles in their families; the
argument being that they did not apply for promofimsts because they did not want

to leave their families to work in rural areas
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* Male domination in management positions had amémite on the selection process.
In this case, these inspectors referred to their siuation, where they were all male

and played a major role in appointment of prinagpal

It was also found that these inspectors perceikeddllowing qualities as essential and
desirable in an effective principal, irrespectivé sex. These inspectors favoured

principals who:

* Were committed to their work

» Had good interpersonal working relationships: tiveye caring
* Were problem solvers: they paid attention to task structure
* Were good communicators and good listeners

* Were visionary and able to convey this vision toeos

* Were knowledgeable of their school development plaoh produced good results

The above findings are in keeping with the findimjther researchers, such as Burke
and Collins (2001), and Hudson and Rea (1998).cMltin this study was not concerned
with finding out the inspectors’ perceptions of thiferences between the way men and
women lead, it emerged that female principals weneeived as good leaders because
they were seen as good listeners, they were cardgthey were more self-disciplined
than men. Some studies have strengthened the tionténat these characteristics have
traditionally been attributed to women’s way ofded and are desirable in today’s male
leaders too (Hudson and Rea 1998:. 3, Shakesha@mualyan 2000: 24). Van der
Westhuizen (1991: 527) also states that theseamdlistg qualities should not be regarded
as being counter-productive or professionally negatbut rather as assets. These
qualities have also been described in much ofiteeature as parallel to transformational

leadership.

The respondents also felt the following opporte@sitto help advance women teachers

were available:
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 They (the inspectors) were putting women in middi@nagement positions to
prepare them for principalship.

» Professional development programmes aimed at eipgipgew principals (male and
female) with knowledge and skills on school managetnand administration

* The implementation of affirmative action strategiaseducational institutions and

other government institutions.

This study seems to confirm that, although theehrspectors who were interviewed
were male and had been influenced by past stereatyand cultural factors in their
leadership, they perceived and acknowledged fepraiteipalship as of equal worth with
male principalship. They attributed more importatewdemale principals who had been
successful in leading their schools than men. Taybuted the success of women
principals to qualities mentioned above, such amgabeing good listeners and being
visionary. These inspectors also acknowledgeditieafuality still existed between men
and women due to past historical and social inftesn Since the picture of female
principals that emerged closely matches the pictinese inspectors held of their
preferred school principal, one may ask why thealisies are still so pronounced: to

whom, then, should these women prove themselves?

6.3 Implications of this study

This study demonstrates that superiors, in thig caale inspectors, often recognise the
strength that lies in the so-called ‘feminine’ qti@s. Therefore, this should be seen to
motivate, not discourage, female principals andresp female leaders to apply for

leadership positions.

These positive perceptions shown by male inspec¢twsrd female principalship and
inspector’'s awareness of stereotyped attitudesest towards women in societies are an
indication that there is awareness that leadeiishiom within and not linked to the sex

of a person.
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Findings such as these can play a role in chantiiegnegative expectations which
society holds towards women, since generally-hedative perceptions of women as
leaders have been identified in literature as atiog for the lack of women in senior

positions.

It is my hope also that these results will berefidl help both men and women to learn to
understand and appreciate their differences andhesaselves as equals. This may also
ease women’s entry into the male-dominated arenmasfagement and leadership and
will influence societal expectations and help teate a more favourable environment.
Since no similar study has been conducted so faéinignregion, | hope this study will
contribute to enhancing our understanding of ppalship in general, and female

principalship in particular.

6.4 Recommendations

This study, though only a small-scale study, hasvshthat women school principals can
be perceived as effective leaders. Linking thislgtio the current situation in schools, |

would like to make the following recommendations:

Since inspectors play a major role in recomment@aghers for principal positions, they
should be at the fore in promoting active partitigoa of women in school management
and leadership by encouraging them to apply forosgositions and giving them equal

opportunities with men.

They should also positively influence other stakkldérs in education, like parents and
school boards, to accept and value female leageishia valuable resource. During
meetings, stakeholders should be encouraged t@balit their stereotyped attitudes and

identify how to address these attitudes so that deenot affect the work environment.

While these male inspectors felt that affirmatiatian policies would help bring more
women on board, or help women overcome the hurdlesg their career paths in
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educational leadership, and were showing commitrteeaffirmative action (which is a
most important step), it is important to note tiparsons, including women without
required training or experience, should not be gdatn management positions over
trained and experienced males just because ofrrefive action. Rather, training
programs that will help to develop the full potahtdf both men and women should be
developed and implemented. Applicants should betified based on their strengths and
skills that are not necessarily gender-specificis my belief that we all have a sense of

pride in what we achieve because of our abilities,because of favours given to us.

Both men and women should participate in the desigd implementation of these
programmes so that they will not be bemoaned bgrstlas being male-oriented, like
other previous programmes. This will also help raed women accept and value their
similarities and differences in leadership. Thipasure will allow women interested in
leadership positions to have confidence in applyfog and taking up leadership

positions.

Women leaders should not view themselves as weahkérlose their self-confidence
when faced with challenges, but rather see chaderags given and learn to deal with
them. Women leaders should also be role modelheéo aspirants and should be
encouraged to have meetings, especially in ruedsarand to have career sessions with
female teachers in schools. This will help asinfoecing factor. Therefore, if more
women leaders set an example of leading effectivahgn in senior secondary schools
which are still regarded as male arenas, theipastwill be contagious to other women

watching them and these women will want to emuilagen.

Since the research participants were all male, @osahould also celebrate the applause
they received from their perceived leadership byesand not deny themselves the
opportunities to advance to top-level positiongytshould let go of their stereotypes. |

think that my research has added something toubeath debate on women leaders.
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6.5. Possible areas for further research
My attempt in this study was to understand how makpectors perceived female

principalship. Therefore, other aspects of fenpalecipalship were not dealt with in this
study. In order to advance our understanding afemoéle principalship, this study raises

some questions that could be answered by furtisearehers.

First, as stated earlier, the data for this studg athered by interviewing three male
inspectors to describe their perceptions. An méteve approach could have been to ask
female principals themselves to describe the belawf their superiors i.e. inspectors,
towards them. This could help to understand whelttimale principals think they are

perceived positively or negatively.

Second, it would be of interest to assess whetmeset female principals’ qualities of
caring, nurturing and being good listeners, peextiby inspectors, are perceived as
strong or weak qualities by other stakeholderg plrents and students. Third, it would
be of value to find out whether the continuous essfonal development programme
mentioned by the participants is gender-neutradr éxample, who develops and gives
this programme, and are all men and women giverséinge and equal opportunities to

participate and does the content of this programmeet both men’s and women’s needs?

6.6. Limitations of the study
As mentioned earlier, the data were gathered thronigrviews with inspectors. There

is a possibility of perception errors and bias be part of my respondents. They may
have been inclined to share those positive aspeasgperiences concerning women that
they thought | was interested in hearing abouherathan giving me their unbiased view.

Their perceptions may also differ from the actughtdviour of female principals.

Secondly, the study was a small-scale study, whanly three inspectors were

interviewed, and therefore the findings may nogeeeralisable to all female principals.
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Thirdly, since all inspectors interviewed were médlgere could have been some bias

regarding female principalship.

82



REFERENCES

Alimo-Metcalfe, B. (1995). An investigation of feteaand male constructs of leadership
and empowermentVomen in management reviel(2), 3 — 8.

Anderson, G. (1998Jundamentals of educational resear¢®" ed). London: Falmer
Press.

Bassey, M. (199)Case study research in educational settiigysckingham: OU Press

Bell, J. (1993)Doing your research projecf guide for first time researchers in
education and social sciendduckingham: OU Press.

Boys, B. (2002)A phenomenological investigation of Windhoek sesémondary school
principals’ perceptions and experiences of theadership.Unpublished Master’'s
thesis. Grahamstown: Rhodes University.

Burke, S., & Collins, K. M. (2001). Gender diffexas in leadership styles and
management skilld¥omen in management revielg,(5), 244-256

Burns, N. & Grove, S.K. (1997T.he practice of nursing research: Conduct, critiGunel
utilization. Philadelphia: Saunders.

Bush, T & Coleman, M. (2000).eadership and strategic management in education.
London: Paul Chapman.

Bush, T & Middlewood, D. (1997Managing people in educatiohondon: PCP.

Bush, T. & West — Burnham, J. (1994 e principles of educational management
London: Prentice Hall.

Cantrell, D.C. (1993). Alternative paradigms in ommental education research. In R.
Mrazek (Ed)Alternative paradigms in environmental educatiose@ch: The
interpretive perspectivpp 82 — 104)Lethbridge: NAAEE.

CEDAW (Convention on the Elimination of all formgDiscrimination against Women).
(1995).First country reportWindhoek: Namibia.

Chisholm, L. (2001). Gender and leadership in S@édtltan educational administration.
Gender and educatiori3(4), 387-399.

Cohen, L., & Manion, L. (1994Research methods in educatioff ). London:
Routledge.

83



Cubillo, L. & Brown, M. (2003). Women into educatia leadership and management:
International differencesX®urnal of educational administratipd1(3), 278 — 291.

Curry, B.K. (2000) Women in power: Pathways to leadership in educatiew York:
teachers college Press.

Doyle, M.E & Smith, M.K. (nd). Classical modelsmfnagerial leadership: trait,
behavioural, contingency and transformational. iRe¢d May 5, 2003, from the
World Wide Webhttp://www.infed.org/leadership/traditional lead@pshtm

Enomoto, E.K. (2000). Probing educational manage¢magigendered: An examination
through model and metaphdreachers College Record2(2), 375-397.

Organization development: Behavioural sciencervetetions for organization
improvement. New York: Prentice Hall.

Gaynor, C. (1997)The supply, condition and professional developroéntomen
teachersParis: UNESCO.

Gerber, P.D., Nel, P.S., & Van Dyk, P.S. (193%)man resources managemé4t ed.).
Cape Town: Oxford.

Gephart, R. (1999). Paradigms and research metRaediseved May11, 2002 from the
World Wide Web: http://www.aom.pace.edu/rmd/1999 RNforum Paradigm and
Research Methods.htm

Gershaw, D.A. (2002). Learning your gender roldrigeed June 29, 2003 from the
World Wide Web:_http://www3.azwestern.edu/psy/dbave/lol/GenderRoles.html

Greyvenstein, L.A. (1996). The untapped human ness? An overview of women in
educational management in South Afri€& journal of educatiop0(1), 30-34

Handy, C. (1999)Understanding organization@™" ed.). London: Penguin books.
Hoepfl, M.C. (1997). Choosing qualitative reseawhprimer for technology education

researcherslournal of technology educatipfl (1). Retrieved August 21, 2002 from
the World Wide Web: http://scholar.lib.vt.edu/ejoals/JTE/vInl/hoepfl.html

Hoy, W.K., & Miskel, C.G. (1996)Education administration: Theory, research and
practice.(5" ed.). New York: Random House.

Hudson, J., & Rea, D. (1998). Teachers’ perceptasivgomen in the principalship: A
current perspective. Retrieved from the World Wideb May 2004
http://www.advancingwomen.com/awl/summer98/HUD.html

84



Kasanda, C.D. (2003%ender sensitising workshop readbtinistry of education,
Rundu.

Kauaria, V. (2002)An investigation of female leaders’ perceptiontheimselves and
their roles as leaders in a catholic schodhpublished master’s thesis. Grahamstown:
Rhodes University

Leithwood, K., & Aitken, R. (1995Making schools smarter: A system for monitoring
school and business progre3fiousand Oaks: Corwin.

Love, J. R. (1994 )Liberating leaders from the superman syndrobreham: University
Press of America.

Lotz, H.B. (1996).The development of environmental education resomaterials for
junior primary education through teacher participat: The case of the ‘We care
primary project’. Unpublished D.Ed. dissertation. Stellenbosch: ©rsity of
Stellenbosch.

Lussier, R.N. (1996)Relations in organizations: A skill building appida (3@ ed.).
Chicago: McGraw — Hill.

McMillan, J.H., & Schumacher, S. (199%esearch education: A conceptual
introduction (3° ed.). New York: Harper Collins.

Media awareness network. (2003). Stereotypingemtlovies. Retrieved June 29, 2003,
from the World Wide Web: http://www.education-
medias.ca/english/parents/movies/concerns/stenagtymovies.cfm

Mertens, D.M. (1998)Research methods in education and psychology: Hatieg
diversity with quantitative and qualitative appréadhousand Oaks: Sage.

Middlewood, D., & Lumby, J. (1998ptrategic management in schools and colleges
London: Paul Chapman.

Mwingi, P.M. (1999) Female school principals’ perceptions of leadershia male
dominated educational environmebipublished master’s thesis, Rhodes University,
Grahamstown.

Namibia. Ministry of basic education, sport andterd. (2001). Strategic plan 2001 —
2006. Windhoek.

Namibia. Ministry of basic education, sport anctard. (2002) Fifteenth school day
statistics February 200Rundu regional directorate, Rundu.

Namibia. Ministry of basic education, sport ancterd. (ud). Inspectors’ roles and
responsibilities. Rundu regional directorate, Rundu

85



Namibia. The constitution of Namibia. (ud). Windko&overnment printer.

Neuman, W.L. (2000)Social research methods: Qualitative and quantiti
approaches. (% ed.).Boston: Allyn and Bacon.

Ngcobo, T. M. (1996)An investigation into teachers’ perceptions of fensecondary
school principals in Kwazulu- NataUnpublished master’s thesis. Grahamstown:
Rhodes University.

Oulu University Library. (2002). Research and tlysmm women in leadership. Retrieved
March 27, 2003, from the World Wide Web:
http://hercules.oulu.fi/isbn9514268539/html/x30&ht

Pahal, D.L. (1999). Effective Leadership — An ITTggeective Online Journal of distance
learning administration2(2). Retrieved January 19, 2004, from the World &Wdeb:
http://www.westga.edubistance/pahal22.html

Pounder, J.S., Coleman, M. (2002). Women- bettatdes than men? In general and
educational management it still “all dependsiadership and organizational
development journaR3(3), 122-133.

Reay, D., & Ball, S.J. (2000). Essentials of fenraEnagement: Women'’s ways of
working in the education market pladeé@ucational management and administration
28(2), 145 — 159.

Reece, B.L., & Brandt, R. (199&ffective human relations in organizatiomBston:
Houghton Mifflin.

Robbins, S.P., & DeCenzo, D. (200Eundamentals of management: Essential concepts
and applications(39 ed.). Englewood Cliffs: Prentice Hall.

Rosener, J. B. (nd). Excerpt from Ways Women L&adrieved November 3, 2003,
from the World Wide Web: http://www.emergingleadem/article9.shtml

Schein, E. (1992)0rganizational culture and leadershif®™ ed.). San Francisco:
Jossey-Bass.

Schmuck, R.A. (1986).eading and managind=xcerpts from a paper published in the
doctoral residency seminar series. 1 — 12. Flotibhayersity of Florida.

Schmuck, R.A., & Runkel, P.J. (1994he handbook of organizational development in
schools and college8llinois: Waveland Press.

86



SEDL (Southwestern Educational Development Laboyaténd). Leadership
characteristics that facilitate school change. iBetd May 9, 2003, from the World
Wide Web:http://www.sedl.org/change/leadership/characted.htm

Senge, P. (1990). The fifth discipline: The art anaktice of the learning organization.
New York: Currency Doubleday.

Sherman, A. (2000). Woman managing/managing woiflea:marginalization of female
leadership in rural school settingucational management & administratjd8 (2),
133-143.

Shum, L.C., & Cheng, Y.C. (1997). Perceptions ofnea principals’ leadership and
teachers’ work attitudegournal of educational administratioB85(2), 165 — 184.

Smulyan, L. (2000)Balancing acts: Women principals at woAdbany: Sunny Press.
Soy, S.K. (1996). The case study as a researclonhdtises and users of information

Retrieved November 23, 2002, from the World WidebiWe
http://fiat.gslis.utexas.edu/mssoy/usesusers/3Hiib

Staff reporter. (2004, September 9). Ndaitwah urgese women representatidsiew
Era, p.3.

Sterling, L., & Davidoff, S. (2000). The courageléad: A whole school development
approach. Kenwyn: Juta.

Totemeyer, G., Kandetu, V., & Werner, W. (Eds.R8T).Namibia in perspective
Windhoek: CCN.

Udjombala, M. (2002)An investigation of the management and leaderskerences
of female school principals in the Ondangwa edwucategionsUnpublished master’s
thesis. Grahamstown: Rhodes University.

University of Namibia. (2002)he National gender study. VolumgAnnexure 1 & 2),
University of Namibia, Windhoek.

Van der Mescht, H. (1996 phenomenological investigation into educatioealders’
perceptions of themselves, their followers and thiganisational contexts
Unpublished PhD dissertation. Grahamstown: Rhodegdsity.

Van der Westhuizen, P.C. (Ed.). (19%ffective educational management
Bloemfontein: ABC Press.

Vinnicombe, S., & Singh, V. (2002). Sex role steyping and requisites of successful
top managerdaomen in management reviedt,4(17), 120 — 130.

87



Ways men and women lead. (19%arvard business reviefdebate by many authors).
Jan-Feb: 149-157.

Wu, S. (nd)Leadership theories: Early trait approacRetrieved April 26, 2003, from
the World Wide Web: http://psychology.about.coméity/weekly/aa040102d.htm

88



APPENDIX A: Interview schedule

The following are guidelines rather than questigkisthree interviews were conducted
along the following lines of enquiry, though theiffeted slightly from each other
depending on how each inspector responded:

Question 1 focused on thgualities inspectors were looking for in the selection and

appointment of school principals.

Question 2 followed up on question 1, probing femsons why respondents regarded the
gualities they mentioned as important.

Question 3 asked the respondents to identify (witth@ming) a principal in their region
who was doing well, and invited them to explain whis person was making a success
of the task of leading a school. Here | was aimatggoing to respondents’ real
experience of leadership in their schools, rathe@mttapping into their generalised

theoretical knowledge.

Question 4 typically became a follow up questiagkiag for more concrete examples of

what successful principals were doing that madmtbeccessful.

Questions 5 began to focus on female leadershigpdelents typically did not mention
women as examples of successful principals — heaskéd if there were any women

principals who were successful.

The example of women leaders mentioned in que&tioms then probed in Question 6,
in terms of what it was that contributed to thaicesess. An example of probing was
asking more about the female principal who mandgegkt a school hall built with the

help of the community.
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Question 7 probed the reasons why there were savtemen principals in the region.
Question 8 focused on the respondents’ reasonsh&r answers to Question 7, for
example one respondent said it used to be belithagdvomen did not have the “guts”

for the job — this was then probed.

Question 9 asked for plans and programmes thattnighin place to encourage and

empower women to become principals.

The last question was an open-ended one, askinthéorespondents’ views on female
leadership.
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