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ABSTRACT

This study aimed at assessing the effectiveness of women engagement in Leadership at local government in Pangani District. This assessment focused on the Tanzania local government election 2019 in Pangani District as a case study. The study specifically sought to find out the magnitude of women participation and performance within the local councils, determine the extent of their effective performance, their contributions in development, and the challenges that ladies encounter in participating and in performing their leadership duties within the local council. The Possible measures to foster and improve the situation of women leaders and women in general from participating in leadership in local councils were another objective of the study. Simple random and purposive sampling strategies were employed to choose the respondents among women within the local councils and members of the wards and village councils thus on scale back bias. Information was collected through questionnaires, interviews, and field observations. Findings of the study highlighted the current situation and the extent of women leaders’ engagement in local government authorities as well as the challenges they face and measures proposed to reduce those challenges. Based on the findings, the study recommended that the government should collaborate with other stakeholders on provision of public education on women empowerment in order to promote women participation and enhance community awareness on women engagement in leadership.
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CHAPTER ONE

INTRODUCTION AND BACKGROUND TO THE STUDY

1.1 Introduction
This chapter gives an overview of the study about engagement of women leaders in public organizations. The chapter is divided into eight (8) sections including; Introduction, background to the study, statement of the problem, study objectives, research questions, significance of the study, and scope of the study.
1.2 Background of the Study

Globally, women play a key role in socio-economic development of the society. Basically, improving social life, economy and political system in any given societies is impossible if gender equality is ignored. Dimandja (2004) argues that women in Africa are normally not recognized in the public spheres of authority. A UN report (2010) also indicated that women were least represented in high administrative powers of the state and positions in decision-making in government in many parts of the World. It has been observed that women’s political and socio-economic status improves when women become more involved in decision-making and policy development at all levels of governance. Although women comprise over 50 per cent of the world’s population, they continue to be under-represented as voters, leaders and as elected officials, including at the local level (FCM,(1994). 
This clearly indicates that the influence of women in the policy and decisions that affect their lives in many local communities is not so significant. If coordinated properly, the participation of women in local government can have a particular influence in local and national development, global affairs and social issues that affected their families’ daily lives such as healthcare, education and infrastructure. A number of factors that limited or facilitated women’s participation in leadership roles and activities in local levels, and decision-makers vary according to social or cultural circumstances, economic situation, geographical locations, and political context and systems of an area (FCM Report on women Mayors and Councillors, 1994). 

Factors commonly identified as barriers to women’s participation include gender stereotypes and outright discrimination, personal obstacles like lack of confidence, culturally prescribed domestic roles, low voter education, women’s relative lack of financial and socio-economic capital, and political institutions that are not conducive to balancing family and public life (Wang, 2006). There has been historical substantial gap in the representation between Europe and other continents; however, in the past decade this gap is closing at the United Cities and Local Governments (2004). 
Currently, Some Africa and Asia countries are now among the countries with the highest proportion of women as councilors. Namibian women have the highest representation with 45 percent of the local government seats, at that country’s 2004 election filled by women (Engendering local government 2004), followed by Sweden at 42.3 percent, South Africa at 40 percent Morna & Tolmay (2006), India at 38 percent, Uganda at 33 percent, Finland at 31.6 percent, New Zealand at 31.5 percent, and England at 29.7 percent (Local Government Analysis and Research, 2001). 
In Tanzania women are underrepresented in economic, social and political areas although there had been deliberate efforts to promote women representation (Meena, Rusimbi and Israel, 2017). In recognition of the importance of gender balance and the potentiality of women in the development process, the government has taken deliberate measures of increasing women representation in various Leadership positions. This has led to special seats in the parliament and district council, ministers, deputy ministers, permanent secretaries, regional commissioners, District commissioners, director and councillors (Emmanuel, 2007).
Generally, there had been some improvements in terms of women’s engagement in leadership positions. However, these improvements had been slow. By August 2015, only 22% of all national parliamentarians were female, a minimal increase from 11.3% in 1995. Globally, by August 2015, only 11 women were serving as heads of state and 13 were heads of government (IPU, 2015); by January 2015, only 17% of government ministers were women, most of who were overseeing social sectors. In 37 states, women accounted for fewer than 10% of parliamentarians in single or lower houses, and in six chambers there were no women at all (IPU, 2015). 
The issue on the progress of women leadership and equal representation of women in decision making has also improved, although challenges are still noted as argued by Wang (2006) who asserts that, women are experiencing significant disadvantages in both employment opportunities and earnings. He further argued that, the percentage of women out of the labor force, does not vary greatly by age or marital status, but is more sensitive to their education levels. However, cultural aspects are among the factors contributing to under-representation of women in the local government authorities, as it was argued by Mbilinyi (1998) that, in East Africa, culture is still the main hindrance to women’s participation on an equal basis with men, in the mainstream of leadership and development at large. Cultural attitudes and beliefs have always played a critical role in shaping the society in various aspects and had ultimately defined the general public attitude as an individual and as collective (Kanokkantapong, 2021). 
Apart from social norms, it was found that power relations between men and ladies determined women’s presence also as their role in governance. Men have made strategic decisions not just for women to get involved in governance, but also for their roles in governance (Schanke and Lange, 2008). Legal framework is another hinderance to women from free participation in leadership especially in politics. In principal, a legal framework is central to facilitating an enabling environment for women with political ambitions (Meena, Rusimbi and Israel, (2017) report that the current legal framework that guides political parties and elections, including the Tanzania Constitution of 1977 as amended, the Political Parties Act 2002, the Election Act of 1985 as amended and the Election Expenses Act of 2010, do not have strong gender provisions (IRI, 2016).  
On the other hand, most political parties’ constitutions, manifestos and other governing documents do not support women’s participation in practice. Superficially, these documents seem to guarantee everyone’s equal chance of participating in politics but if you go deeper, you will find that, in practice there are issues that prohibit women’s free participation in politics (ibid). Party leaders have been alleged to manipulate and control the candidate selection process to fit their own interests. When parties select very few women candidates, they often cite lack of capacity as the reason, saying that no women were prepared to take on elected office. The quota system can also work against women who wish to enter competitive politics as male candidates are favoured over females and leaders feel that they can be selected on through the special seat (ibid).

Despite the stereotype and marginalization against women, they have successfully played a good leadership role when trusted to lead. Their leadership has gone sometimes far beyond the capacity of some men who happened to occupy the same position. For example, during the COVID 19 pandemic Women Heads of Government in Denmark, Ethiopia, Finland, Germany, Iceland, New Zealand and Slovakia were recognized for the quick and effective response flattened the Covid- 19 pandemic curve and were credited for the transparent and compassionate communication for the fact-based public health information (UN, 2021). In countries such as Canada, Ethiopia, India and Madagascar, women medical and health experts are increasingly found in leadership positions and taking the lead in daily press briefings and public service announcements (ibid). 
Women mayors across the world, from Banjul (the Gambia) to Barcelona (Spain), have been highly visible in responding to the pandemic and are sharing their experiences in online forums. The leadership styles of women leaders in the COVID-19 response have been described as more collective than individual, more collaborative than competitive and more coaching than commanding (ibid). Biological difference has not hindered women from being good leaders but has proved that there is no difference in leadership between men and women on the basis of biological differences. Most reasons why women are side-lined in leadership are manmade and a vicious cycle of historical background had been good to accelerate this notion. Women either being aware or not have been trapped in this misconception and joined their tormentor to accentuate the marginalization of women. 

1.3 Statement of the Problem
The Constitution of the United Republic of Tanzania of 1977, Article 5(1) delineate that any person regardless of gender (male or woman) who is at least 18 years old has the right to choose or be elected as a leader. Furthermore Article 21 (1) (2) gives the opportunity to all citizens to participate in issues concerning leadership in the country. In addition, Article 12(1) further explains that all human beings are born free and all are equal (URT, 1977). At the international level, Tanzania has ratified the international agreements that urge member countries to promote inclusive leadership for women and men. 
Despite the Constitutional provision, human rights and other international Pacts that insist on gender equity and equality, male dominance in leadership still exists in the contemporary world. However, any exclusion, rejection, or ignoring of any sex in leadership positions cannot go unquestioned (Zhao et al., 2019. Engagement of men in leadership however has historically been not a matter of concern because; they have been involved in higher leadership position since the medieval time. But the matter is quite different when we take on the side of women. They have been marginalized, stereotyped and excluded from leadership positions especially in senior leadership positions. Women in that respect have not kept quiet to maintain the status quo. They have invariably raised their voices to demand thorough involvement of women in leadership positions. Women engagement in leadership is not by favour rather it is by merit. In various occasions where women have been full engaged, they have proved their true value in leadership. Therefore, it is imperative for this study to assess women engagement in leadership at the local government in Tanzania taking Pangani district as a case study. 
1.4 Objectives of the Study

This study was guided by the following research objectives;
1.4.1General Objective

The general objective of this study was to assess the engagement of women in Leadership positions at Pangani District.

1.4.2 Specific Objectives

The following specific objectives were used to guide this study.

i. To assess the extent to which women are involved in leadership roles in Pangani district.

ii. To assess the contribution of women leaders in Pangani district council.

iii. To identify the challenges that women leaders face in Pangani district.
iv. To suggest the best ways to promote women engagement in leadership in Pangani.

1.5 Research Questions

This study intended to answer the following research questions.

i. To what extent are women involved in leadership roles in Pangani district?

ii. What is the contribution of women leaders in Pangani District Council?

iii. What are the challenges that women leaders face in Pangani District?

iv. What are the best ways to promote women engagement in leadership in Pangani?

1.6 Significance of the Study

This study is of great importance in raising societal awareness regarding participation of women in leadership positions especially in local government authorities. The insights provided by this study may be used by policymakers for formulation of various policies and guidelines in matters related to involvement of women in leadership. The challenges identified in the study may be a good starting point for finding leadership solutions in public and private institutions. Also, knowing women leadership experiences might help those working in leadership studies to know what changes to be done and what structures would encourage  more women in local government decide to pursue and become successful in leadership roles.  Lastly, the study shall create the urge for men and women to participate fully in leadership and decision-making for the benefit of the people in a certain locality.

1.7 Scope of the Study

This study focused on assessing women engagement in leadership and decision-making positions in the local government authorities in Tanzania. The study basically focused on women leadership in only the local council in Pangani District Council, which is among the district councils in Tanga region. The study focused on the effective participation and contribution of women in Tanzania, challenges encountered by women leaders in the local councils in Pangani District council. In addition to that, the study focused on factors affecting women in leadership and the initiatives taken by women themselves in fighting against hindrances to taking up with leadership positions.
CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction
This chapter presents the review of concepts, previous literature, theories and establishes the gap. 

2.2 Definition of Key Terms

2.2.1Leadership

Different people counting on the context during which the author relies on have defined the term leadership differently. Armstrong (2008) refers leadership as a process of developing and communicating a vision for the future, motivating people and gaining their engagement. Leadership is the process of influencing the activities of an organized group towards goal setting and goal achievement (Stogdill, 1986). Lipman and Blumen (1994) define leadership as the initiation of a new structure or procedure for accomplishing an organization’s goals and objectives.

According to Kenzevich (1975), leadership is a force that can initiate action among people, guide activities in a given direction, maintain such activities and unify efforts towards common goals. Likewise, Zeitchik (2012) defines Leadership as inspiring others to pursue your vision within the parameters you set, to the point that it becomes a shared effort, a shared vision, and a shared success. However, this study adopted the definition given by Gribbin (1981) who defined leadership as an attempt at influencing the activities of followers through the communication process and toward the attainment of some common goal(s). The word communication in the definition validates importance of the power of convincing and influencing people to willingly do well what is out to be done to achieve organizational goal (Rauch & Behling, 1984). In this context, the study considers other decision-making positions like head of departments/divisions to be leadership positions. 
2.2.2 Gender

Gender refers to the social attributes and opportunities associated with being male and female and the relationship between men and women and girls and boys, as well as the relations between women and those between men, (ITU, 2000). These attributes opportunities and relationships are socially constructed and are learned through socialization process. FAO (1997) defined gender as the relations between men and women, both perceptual and material; Gender is not determined biologically, as a result of sexual characteristics of  being either women or men, but is made socially. Consistent with this view, WHO (2013) refers gender to the socially constructed roles, behavior, activities and attributes that a specific society considers appropriate for men and women. Therefore, gender is often used to mean the natural sexual orientation of a person, for instance female or male.
2.2.3 Engagement

In the Cambridge Dictionary, the word engagement is defined as the fact that one takes part or become involved in something. Women engagement in leadership or management positions in this context means that, an act of women to be part of leaders or in managerial positions in local government. 
2.2.4 Local Government

In the view of a scholar like (Wraith, 1964), a local government, refers to locally elected councils whose main purposes is to supply or administer services with as an excellent degree of independence as modern circumstances allow (Wraith, 1964:15-16). For Golding, local government is the management of their own affairs by the people of their locality (Golding, 1959:19). Local government connotes the decentralization of authoritative decision-making whereby, the authority to make decision is displaced downwards from remote points near the top administration or outward from geographical locations (Sorka, 1978)
2.3 Empirical Literature Review

Empirical literature review is a description of the literature relevant to a particular field or topic. It gives an overview of what has been said, who the key writers are, what are the prevailing theories and hypotheses, what fundamental questions are being asked, and what methods and methodologies are appropriate and useful (Cooper, (1988). 

2.3.1Women Participation in Leadership Globally

The number of women engaging in leadership positions in business and politics has been growing from time to time. According to Mckinsey and company (2015), women accounted for an average of 16 percent of the members of executive teams in the United States, 12 percent in the United Kingdom, and 6 percent in Brazil. This numbers seem to be promising although women remain underrepresented at senior positions of global corporations even though today’s women are, on average, better educated than men across the world, and are participating more fully in the professional realm than ever before. Women are only 28 percent as likely to rise to leadership positions as men (World Economic Forum, 2016).
According to Grant Thornton (2021) survey, the number of women in senior management positions globally grew to 31% in 2021 which is the highest record ever. It was reported that 90% of the company worldwide have a woman in higher management position. The fortune 500 company which ranks as one of the America’s largest companies, women CEO makes up to 21% (Hinchliffe, 2021). Despite a high record of fortune 500 women CEOS in 2021, there are still more than ten times as many companies run by men than women. Researches have revealed that companies with great gender diversity in senior position have proved to be more productive. For example, every 10% increase in gender diversity, earnings before interest and taxes rose by 3.5% (Mckinsey and Company, 2015). This proves the measurable impact of the women in leading organization.
Women are still under represented in geopolitical leadership positions. There is a big gender gap between men and female to be covered. As of 1stSeptember 2021, there were 26 women heads of States/Government in 24 countries. Only 21% of government ministers were women, with only 14 countries having achieved 50 per cent or more women in cabinets with an annual increase of just 0.52 percentage points, gender parity in ministerial positions will not be achieved before 2077.  It is the highest gender equality in the highest positions of power and is expected to take more than 130 years. The global average share of women in ministerial positions nearly doubled between 2006 and 2022, increasing from 9.9% to 16.1%. Similarly, the global average share of women in parliament rose from 14.9% to 22.9% (World Economic Forum, 2022).

2.3.2 Women Participation in Leadership in Africa

Historically, most of African societies had side-lined women in leadership positions especially in senior management positions. There are traditions that deliberately prevent smooth participation of women in leadership. Some ancient African tradition (still practiced in some societies) prohibits women to speak in front of men (Gichuki, 2014). Men have invariably used the discriminative attitudes and tradition as an umbrella to get undue benefits against women hence infringing their basic rights such as free access to education and participation in leadership. In a family having two kids and compelled to make a choice of educating one kid, normally a boy is chosen in favour of a girl. The long-term effect is few women in leadership positions in all levels of management.
Despite all predicaments, women have not stayed calm and satisfied with the status quo. African women from pre-colonial, colonial and post-colonial era had won some credit by holding influential positions. Tetteh (2022), traces the history of women leaders and the success they made: Queen Hatshepsut of ancient Egypt was second Pharoh in history of Egypt who reigned between 1507-1458 BC. Her 21-year reign was noted as a period of peace and prosperity. Dihiya, an Amazigh warrior Queen, who lived in what is present-day Algeria and is famous for having twice beaten back Umayyad invaders; the warrior Queen Amina of Zazzau in present-day Kaduna, Northern Nigeria, known for her leadership, governance and expansion of her kingdom through conquest. 
In colonial era, women played a crucial role in resisting colonial regimes. The Abeokuta Women’s Union was led by Funmilayo RansomeKuti to revolt against the colonial administration when they sought to impose taxes on them, engaging in tax boycotts, and sending a representative to London to present their case. Queen Nzinga Mbandi in what is now Angola forged strategic alliances and was tenacious in resisting Portugal’s colonial aspirations (Tetteh, 2022).
World Economic Forum (2022), after colonial era, a greater participation of women in governance and leadership in Africa has been observed.  In 2006, the first female democratically elected president her excellence Ellen Johnson Sirleaf was elected in Liberia among others she was credited to play a major role in post-conflict reconstruction and development of her country. She was jointly earned a noble prize with LeymahGbowee (Liberia) and Tawakkol Karman (Yemen) for their non-violent struggle for the safety of women and for women's rights to full participation in peace building work. Others include President Catherine Samba Panza of the Central African Republic, President Ameenah Gurib Faki of Mauritius, President Joyce Banda of Malawi, President Sahle Work Zewde of Ethiopia, Slyvie Kiningi, Acting President of Burundi (February – October 1993), Ivy Matsepe-Cassaburi, Acting President of South Africa (September 2005), Ose Francine Rogombe, Interim President of Gabon (June 2009 – October 2009), Agnes Monique Ohsan Bellepeau, Acting President of Mauritius (March – July 2012 and May –  June 2015), Agnes Monique Ohsan Bellepeau, Acting President of Mauritius (March – July 2012 and May –  June 2015) and most recently President Samia Suluhu Hassan of Tanzania (World Economic Forum 2022). 
World Economic Forum (ibid) gives more list of a good story of women leadership ever on African continent including Madam Nkosazana Dlamini-Zuma who was elected Chairperson of the African Union (AU) in July 2012 and became the first woman to lead the organization or its predecessor, the Organization of African Unity. The number of women in senior-level government positions has been steadily increasing, and that is an encouraging development. 
Sub-Saharan Africa has bridged 67.9% of its gender gap in 2022. It ranks ahead of North Africa as well as South Asia gender and middle East. Country wise, Rwanda (81.1%, 6th in world ranking), Namibia (80.7%, 8th in world ranking), and South Africa rank highest, while Mali, Chad and Democratic Republic of the Congo rank lowest. However, on Educational Attainment, Sub-Saharan Africa ranks lowest globally, with an enduring gender gap of 85.3% (World Economic Forum, 2022). The increase in score derives from the growing share of women. assuming parliamentary seats across the region. In 12 of the 36 countries, more women became parliamentarians, including, by order of magnitude: Chad, Guinea, Cape Verde and Cote d’Ivoire. Women were also elected or appointed heads of state in the past year in Ethiopia, Togo, Tanzania and Uganda, improving the corresponding indicator’s gender parity score (World Economic Forum, Ibid).
2.3.3 Women Participation in Leadership in Tanzania

Since independence, women were not fully and equally represented in leadership and decision-making bodies as men in most of the tribes in Tanzania. It is with no doubt that the patriarchal system has been in most cases dominant to many societies. However, the government's efforts and initiatives to enhance women’s numbers in decision-making bodies are evident. For example, since proclaiming its independence from British rule in 1961 there had been no women in Tanzania who had occupied a top-level leadership position, such as that of president or vice-president, prime minister, chief minister or attorney general except in 2015 where the first ever women Vice President was sworn in office (Meena, Rusimbi and Israel ,2017). There was no any constitutional hindrance that prevented women from contesting for higher political position but several factors including the prevalence of patriarchal system may have played a major role.

(Meena, Rusimbi and Israel (ibid) report further that from 1961 to 1965 only 7.5% of members of parliament (MPs) were women, and the percentage dropped to 3.5% during the 1970 to 1975 parliamentary elections. They also argue that, The situation forced the ruling party to introduce affirmative action to provide a quota of seats for women through political party. The1992 Constitutional reform mainstreamed gender quotas in the parliament and the local councils. It is stipulated in the Constitution that women will comprise at least 30 percent of the parliament (the National Assembly) on the mainland, while the Zanzibar House of Representatives has an even higher quota at 40 percent (IRI, 2016). 
The positive result of the quota system is that it has successfully increased the number of women in government over time. After the 2010 elections, women represented 36 percent of parliamentarians, or 102 out of 357 seats who account for almost 80% of female MPs from 30 percent in 2005 (Yoon, 2013). However, obstacles remain to full gender equality in government, and some challenges are a direct result of the quota system in which women are either directly elected or are nominated for the special quota seats. Also, quotas system increased the female representatives in local councils from 25% to 33.3% (URT, 2009). The Warioba Constitution proposal was even better suggesting a 50/50 representation among males and females in parliament and native government decision-making organs. 

In international leadership arena, Tanzanian female leaders are doing their best. To name just few leaders who recently led esteemed international organizations, Ms. Gertrude Mongella who filled various positions, including that of the UN Assistant Secretary-General responsible for organising the Fourth UN Conference on Women and also the first President of the Pan-African Parliament. The Hon. Asha-Rose Migiro who was the first woman to carry the position of Deputy Secretary-General of the UN—the second-highest government officials position within the world. 
Further, Anna Tibaijuka became the first African woman to move UN Habitat, while Amina Salum is Tanzania’s permanent representative to the UN and is additionally a representative of the AU within the UN (Meena, Rusimbi and Israel,2017). To conclude, many women who have attained political leadership and organizational positions have a significant influence on the people they led. However, compared with men, the number remains small. Thus, the general focus of the current study is to devote attention to the features that have allowed women to engage in leadership positions, without downplaying the barriers that have stood in their way.
2.3.4 The Role of Local Government in Promoting Gender Equality in

Local Government 

Local Government (LGAs) organs such as village councils, wards have a critical role to play in promoting gender equality and women’s empowerment. LGAs act as a voice and advocate for the local government at the national and international level. Women’s equality is recognised as important in transformation of the society because the transformation process consciously aims to rectify social, economic and political systems (McEwan, 2003). In fulfilling their role, LGAs work on behalf of the members of the public to deliver a shared vision of local government, where local priorities drive public policy decisions, all the way up to the national level. For example, to boost economic independence for women and other special group the Local Government Finance Act of 1992 as revised in 2019 has provisions that delineates local government authorities to set aside 10% of their collection from own sources of revenue to fund registered groups of women, youth and persons with disabilities (URT, 2019).  
The ANSAF (2019) report covering 25 LGAs in 14 selected regions1from five zones in Tanzania revealed that women were the most benefited groups compared to other beneficiaries (youth and PWD), as they comprised 49% of loan recipients, followed by youth (41%) and people with disabilities(10%). In addition, Women groups made 49% of all groups reached, accessed most loans and were more disciplined in repayment than the mixed groups or other groups. There were seven cases reported loan defaulters that did not involve women group in all 25 LGAs. Some LGAs have not issued funds to PWD due to general notion that they were likely to default. 
A quick observation was that most women groups were engaged in other similar activities. They also seem to be matured, eager to lean and apply the skills (ibid). Despite the success of women groups as per ANSAF (2019) report, the Controller and Auditor General report for 2019/2020 noted that 82 LGAs did not contribute TZS 5,720,140,159 to the Fund for Women, Youth and People with Disabilities as required by legislation. Furthermore TZS 27,790,189,049 had not been recovered from beneficiary groups (CAG, 2022).

2.3.6 Political Parties and Women’s Participation in Leadership

Political parties are the foremost gatekeepers in determining which candidates are going to be put up for election. They play a critical role in enabling or blocking women’s participation in decision- making procedures by using existing leadership structures which determine who leads the parties and who makes final decisions about the nomination processes of electoral candidates. Various studies on internal party democracy in Tanzania have concluded that the majority political parties are male dominated and decision-making processes are hierarchy, which women play a minimal role in these decisions (Makulilo, 2014; Meena & Makulilo, 2015), which affects the nomination of candidates. Some studies have highlighted nomination procedures that affect the participation of women in electoral positions. 
Nomination of candidates for special seats is different from each political party. There are constant complains that the nominations processes are not transparent (IRI, 2016). To offer special seats, each qualifying party is required to submit a list of candidates to the National Electoral Commission (NEC) ahead of the elections. In the case of the October 25, 2015, elections, as of the day before Election Day, CHADEMA and many other parties had not yet submitted their list of women nominated for special seats. From the information the assessment team gathered, CCM seems to be the only party that has a defined process for selection of the special seat candidates. 
The CCM process has women compete and vote among themselves at the district and regional level women’s wings; however, even that system has its flaws (IRI, 2016). The Civic United Front (CUF), one of the main opposition parties, had a similar experience, first considering the CCM system only to abandon that process to have party leaders instead draft and submit their own lists based on their own preferences. 
In 2005, there was significant confusion over the CUF special seat candidates because the party president and secretary general submitted different lists to National Election Commission, showing the extent to which, the process lacked transparency (IRI, 2016). the way the current special seat party nomination process works lends itself to the potential for corruption and manipulation. This is due to the lack of rules or regulations guiding the process (either through internal party guidelines or external NEC regulations) and the lack of internal and external oversight, both of which lead to inconsistencies in the process and an absence of transparency in how candidates are selected. Also, special seats are highly coveted and sought after because special seat MP receives 234 million shillings (TSH) (or roughly $100,000) upon leaving office. This creates an incentive for women who want to hold a special seat to bribe their way onto the list through money or personal favors. 
Even for CCM, which has a more structured selection process, corruption is a problem because women special seats candidates are supposed to contribute money in order to be selected, the amount varying depending on the region or city (for example in Dodoma the fee is 1.7 million TShs, or roughly $775). When civil society groups questioned the party about this practice, CCM leaders said that the contribution is voluntary; however, voluntary or not, the system still sets up a process in which women with financial resources (whether personally or through their connections with powerful men) could be favored. Some parties attempt to avoid the potential for corruption. For instance, according to the CHADEMA women’s wing chairperson Honorable Halima Mdee, the party’s national women’s wing leaders reach out to several different people to vouch for a nominated individual to verify the merit of their candidacy. 
As a result, special seat MPs often end up being current or former constituency seat MPs who either let a male party member take her place or who lost her election, wives of popular male party members and those with money and political connections. While the political advantages of the wealthy and well-connected are not unique to Tanzania, it is apparent that a system that is designed to increase gender equality in decision-making bodies may actually contribute toward preventing grassroots women from gaining office (IRI, 2016).

While the effect of quotas has increased the number of women in representative organs of the state, Tanzania’s special seats modality raises several questions. For instance, there's a problem of representation— whose interests are these women representing? These MPs don't enjoy the total status of MPs—they aren't eligible certainly positions, like that of prime minister or as chairs of parliamentary committees. They are doing not have constituencies and subsequently don't qualify for constituency funds, which suggests they are doing not have the resources to interact with the women they are speculated to represent. 
Thus, quota systems should go alongside processes that seek to make A level field for women and men to compete and win fairly. Regardless of whether socio cultural factors, electoral regimes and political institutions enable or constrain women, the choice to interact in electoral leadership ultimately belongs to individual women. The weather that motivates individuals to form the most effective of the factors that facilitate development and overcome the obstacles are connected to their own personal traits and values. 
2.4 Theoretical Literature

2.4.1 Role Congruity Theory of Prejudice toward Female Leaders

A role congruity theory of prejudice toward female leaders proposes that perceived incongruity between the female gender role and leadership roles leads to 2 forms of prejudice: (a) perceiving women less favourably than men as potential occupants of leadership roles and (b) evaluating behaviour that fulfills the prescriptions of a leader role less favorably when it is enacted by a woman (Eagly & Karau, 2002). Role congruity theory suggests that women need to temper their agency with communion in order to emerge as leaders (Schock, et al., 2019). One consequence of the prejudice is that attitudes are less positive toward female than male leaders and potential leaders. 
Other consequences are that it is more difficult for women to become leaders and to achieve success in leadership roles. These consequences occur, in situations that heighten perceptions of incongruity between the female gender role and leadership roles. Generally, prejudice can arise from the relations that people perceive between the characteristics of members of a social group and the requirements of the social roles that group members occupy or aspire to occupy (Eagly & Karau, 2002). Women are evaluated less favourably than men as potential leaders because leadership ability is more stereotypical of men (Schock, et al., 2019). A potential for prejudice exists when social perceivers hold a stereotype about a social group that is incongruent with the attributes that are thought to be required for success in certain classes of social roles. When a stereotyped group member and an incongruent social role become joined in the mind of the perceiver, this inconsistency lowers the evaluation of the group member as an actual or potential occupant of the role. 
The role congruity theory predicts that androgyny should facilitate women's leadership emergence. It postulates further that forms of prejudice toward women leaders should occur on the basis of the incongruity between the leader role and the female gender role. First, women are evaluated less favorably than men as potential leaders because leadership ability is more stereotypical of men (Schock et al., 2019). Therefore, in order to emerge as group leaders, women must overcome the incongruity that exists between two sometimes competing demands: the leadership role associated with stereotypically masculine characteristics on the one hand and prescriptive feminine stereotypes associated with their gender on the other (Schock et al., 2019).

2.4.1.1 Limitations

RCT is limited in scope for three reasons. First, RCT does not account for evidence that agentic women suffer backlash even when they are not in leadership positions or for the fact that atypical men are also at risk.  The Second, the founder of (RCT), Eagly and Karau broadly defined gender roles as “people's consensual beliefs about the attributes of women and men” without stipulating which aspects of gender roles are culpable in backlash. Third, RCT does not specify perceivers' motives for engaging in backlash (Rudman et al., 2012). People are viewed as deviant when they violate gender norms, but backlash only results if perceivers feel justified. RCT also does not offer a clear picture about the extent to which there is a congruity or incongruity between the female and leader roles according to research. Therefore, and with the aim of going beyond issues of sex ratios or women’s employment, there is a need to understand the current situation of gender and leadership to assess the presence and extent of a mismatch between the female-gender-role and leader-role stereotypes (Koburtay, et al., 2019).
2.4.2 Feminist Theory

The Feminist theory of Leadership recognizes the overall influence of gender divisions on social life, and depicts women’s marginalization and the structures in society that advocate this suppression. Feminism may be diverse, competing and sometimes opposing collection of social theories, political movements and moral philosophies largely motivated by experiences of women in terms of social, political and economic inequalities. One institutionally predominant sort of feminism focuses on limiting or eliminating gender inequalities to promote women’s rights, interests and issues in society. 
Another opposing type of modern feminism, with deep historical roots, focuses on earning and establishing equity by and for women and men to promote those same rights, interests and issues, regardless of gender considerations (Morrison and Orlando, 2005) Paying attention to many similarities that exist between the genders, the feminist perspective concludes that men and women have equal potential for individual development. Differences in the realization of that potential, therefore, must result from externally imposed constraints and from the influence of social institutions and values (Osongo, 2004). The broad perspective is highlighted by the feminist theory as noted by Osongo (2004) in trying to explain the absence of women from senior leadership and management in many organizations. This perspective is a personal factor in which the scarcity of women in leadership and management positions is attributed to the psychosocial attributes, including personality characteristics, attitudes and behavioral skills of women themselves. 
Among personal factors that facilitate and/or constrain women to take leadership positions includes, self-confidence and self-esteem, lack of motivation and ambition to accept challenges. The society is misled by the belief that women have special tasks only which they can better perform and let other magnified tasks including leadership as the special tasks designated for men. Therefore, women are perceived as cooks at home, and home care takers, they don’t get a chance to participate in other economic and social activities from which they could get confidence and competitive capacity as men. Person’s brain learns and get used to what she/he is being exposed to more frequently, some tasks are complex and needs time to learn on how they are handled. The complexity of these tasks and situations can determine the capacity of the leader. 
Women are not exposed to these tasks and the notion of impossibility are built into their mind as the society directs and make them believe that those are tasks for men and therefore, few of them participate in such activities including seeking for leadership positions and being in management tasks. Furthermore, women are surrounded with a number of domestic tasks that in one way or the another complicates their concentration on their tasks as a leader or manager. On top of that, women undergo different biological situations in their life cycle, among them includes, the monthly menstrual periods and the period of pregnancies. These biological situations result to changes in reactions among women, for instance, women become moody when they are in their monthly periods and when they are pregnant. 
The other situations which can hinder women from fully performing their task is social situations that includes home caring, in scenario where a member of the family is sick, a husband will continue with his duties while a wife will remain at home to take care of the situation. In the view of the society, they will be perceived as non-performing leaders. However, this doesn’t mean that women can’t perform; given an equal chance and time as men they can do better than what they currently do. In relation to this study, women leaderships are sometimes observed to be ineffective by the society due to society’s perception and organizational setups that isolate women from other tasks which are termed as men’s tasks.
2.4 Conceptual Framework

Figure 2.2 represent a conceptual framework describing a relationship between the factors to be considered to ensure female engagement in leadership (independent variable) and the expected outcomes (dependent variables). Policy, social and cultural context (intervening Variables) affect engagement of women in leadership. It is conceptualized that high-level engagement of women in leadership positions will increase organizational collaboration, diversity in solving problem, improve leadership performance, enhance team work and significantly close the gender gap.







Figure 2.1: Conceptual Framework 
Source: Researchers own Construct                                   

2.5 Research Gap

Various studies have been conducted on women engagement in leadership and their contribution towards achieving socio-economic development. However, most of the studies dominating the literature are from developed countries and discuss topics like gender mainstreaming, equity, equality, discrimination, stereotyping and glass ceiling. Engagement of women in leadership is discussed but most of the studies concentrate on finding the role of women in top management position rather than holistic representation of women in leadership position (high level position rather than low level position). Engagement of women in leadership in local government in Tanzania has been studied by several scholars including (Meena, Rusimbi and Israel, 2017), Nyoni & He, 2019 and Pelagia and Mzomwe (2017). Most of the studies dwelt much on the statistics regarding women participation in leadership and challenges that hinder their participation. The mandate given by leadership procedures and guidelines to women leaders is not widely covered in the literature. Therefore, this study intended to add knowledge regarding the mandate of women leaders and gain more understanding on matters unravelled in the available literature.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction
This Chapter, discusses methods which employed by the study, The chapter discusses the location of the study and the selection criteria, research design, targeted population, sampling methods and the sample size; data collection methods, validity and reliability, research ethical consideration, data analysis plans and presentations. 
3.2 Research Design

This is an arrangement of the conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose (Kothari, 2003). The function of a research design is to make sure that the evidence obtained enables us to answer the initial question as unambiguously as possible. According to Kothari (2004), a good research design must yield maximum information and provide a chance for considering many aspects. This study used a case study design whereby both qualitative and quantitative techniques were used. According to Milanzi (2009), case studies are detailed investigations of individuals, groups or departments in an organization, or a whole organization. 
Case study design was used due to the following reasons: to get extensive or detailed information from a selected part of the study population. When someone is dealing with one case, he/she is likely to get enough information about the issue of study. Also, the case study design reduces time-wasting because there is no movement from one place to another for the purpose of finding data. Not only thatbut also it enables the researcher to come up with focal study whereby a sample unit is to be intensively studied. This study adopted qualitative research technique in achieving the qualitative data and statistics of women in leadership positions. 
The main reason for using this type of research design is to collect detailed information that will answer the research questions on the factors affecting women involvement in leadership in Pangani District. This approach enables one to get the information of the participants’ real lived experiences and interpretations in the wider social, economic and political reality (Flick et al.,2004). Thus, in this study the qualitative design seeks to understanding of human behavior and the reasons behind those behaviors, and then identify the perception of various people and leaders towards women marginalization in participation in leadership activities. 

3.3 Description of the Study Area

This study was conducted in Pangani district in Tanga region. Tanga region is one among the 31 administrative regions of Tanzania. It's bordered by Kenya and Kilimanjaro Region to the north; Manyara Region to the west; and Morogoro and Pwani Regions to the south. Its eastern border is created by the Indian Ocean. It has a population of about two million. Its location is within the Northern zone of the country. Pangani District is bordered to the north by the Muheza District, to the east by the Indian Ocean, to the south by the Pwani Region and to the west by the Handeni District. Consistent with the Tanzania National Census (TNC) 2012, the population in Pangani district is 54,025. Besides agricultural activities there are various activities like fishing, tourism, livestock production, industries and trade. 
3.4 The Target Population

This is the collection of units on which inferences are made (Saunders, Lewis & Thornbill, 2007). According to Mugenda (2009), a population is the collection of objects, events or individuals with common characteristics that can be observed. Gall and Borg (2010) contended that a target population gives a solid establishment during which to construct a population rationality of the study. The targeted population of the study was leaders within the local government authorities in Pangani District Council. However, the District Executive Director, District executive officer, Heads of Departments, District Development Officers, Councillors and all Wards and Village Executive Officers were involved in data collection to obtain relevant data for discussion. 

3.5 Sample and Sampling Strategies

3.5.1Sample Size

Table 3.1: Respondents 

	Respondents 
	Number of respondents

	District Executive Director
	1

	Heads of District Committees 
	5

	Heads of Departments and units
	15

	Councillors
	15

	Village Executive Officers
	5

	Ward Executive Officers
	5

	Women organizations
	4

	Community development officers
	4

	Religious leaders
	4

	Other employees
	36

	Total 
	93


Source: Field Data, 2021

A sample is a subset of a larger population (Richard 1995). According to Cohen et al., (2000), a sample is a small group of respondents drawn from the population in such a way that it represents all key features of the population. The sample for this study was 93 respondents taken from various sections in the district as indicated in Table 3.1.
3.5.2 Sampling Techniques

Sampling is defined as the selection of some part of an aggregate or totality on the idea of which a judgment or inference about the aggregate or totality is formed (Haque, 2001). In other words, it is the method of obtaining information about a whole population by examining only a section of it. The study involved two types of sampling techniques, which are stratified sampling and purposive sampling. Stratified sampling method involves the division of a population into smaller groups referred to as strata. The respondents included District Executive Director, Heads of District Committees (5), Heads of Departments and units (15), Councillors (18), Village Executive Officers (14) and other employees (25).
Purposive sampling technique might be a non-probability sampling technique that selects participants based on characteristics of a population, . It is sometimes called judgmental, selective, or subjective sampling technique. The choice of the sample elements depends exclusively on the discretion of the investigator (Milanzi, 2009). This sampling implies that a researcher exercises his/her judgment to select elements targeted or people whom the research or thought that they are informed on issues studied. The researcher used purposive sampling to get the number of respondents in each stratum. These people were selected according to their position and various level of involvement in decision-making organs in the study area. 
3.6 Methods and Tools of Information Collection

Data collection is a vital stage where information utilized in this study is gathered. In this study, both primary and secondary data were collected to enable the researcher make an appropriate decision for data analysis. Weller et al. (2018) describes data collection as the process of preparing and collecting data for the purpose of obtaining information to keep on record, to make decisions about important issues and to pass information onto others. Both primary and secondary data were used in this study.
3.6.1 Questionnaires

In this study questionnaires with both closed and open-ended questions were used to 77respondents who were purposely sampled. The use of questionnaires has the following advantages to researcher: it is free from bias of the interviewer; answers are in respondents’ own words, there is low cost even when the universe is large and is widely spread geographically; also, the respondents have adequate time to give well thought out answers (Kothari, 2004). However, the disadvantage of this method is that sometimes not all questionnaires are returned to the researcher.

The questionnaires were distributed as indicated in Table 3.2.

Table 3.2: Respondents who were given Questionnaires  

	Respondents 
	Number of questionnaires

	Heads of Departments and units
	12

	Councilors
	12

	Village Executive Officers
	5

	Ward Executive Officers
	5

	Women organizations
	3

	Community development officers
	4

	Other employees
	36

	Total 
	77


Source: Field Data, (2021).
3.6.2 Interview Schedule

The researcher opted for this method to complement information obtained through questionnaires. Researcher interviewed 16 people including: District Executive Director, Heads of District Committees (3), Heads of Departments and units (3), Councillors (3), Community Development Officers (3) and religious leaders (3). The selection of the respondents for interview considered representation of each group although the number depended on the availability of respondents.
3.6.3 Documentary Review

The method was used to examine the number of female leaders in different categories. The number of female leaders in different positions such as number of female village chairperson, VEO Councillors, Senior Councils leaders, committee leaders were obtained for analysis.

3.7 Data Analysis Methods

Data analysis is the examination or studying something closely to understand it better or discover something from it. Data analysis refers to examining what has been collected in a survey or experiment and making deductions and inferences (Kombo and Tromp, 2008). Data processing was done through editing, coding and classification. Descriptive analysis was employed to analyse the qualitative data whereas simple statistical methods were utilized to analyse the quantitative data by aide of SPSS Software Version 20. The research data has been presented in form of tables to easily obtain inference (Saunders, Lewis, & Thornhill, 2016). 

3.8 Reliability

Golafshani (2003) defines reliability as the extent to which ends up are consistent over time and an accurate representation of the entire population under study, Mugenda (2003) defines reliability as a measure of the degree to which a research instrument yields consistent results after repeated trial. This implies that the results of a study are reproduced under an identical methodology to make sure that the research instrument is considered reliable. During this study the data reliability was ensured by gathering similar data from different respondents, which were helpful to scale back the possibilities of getting biased information.
3.9 Validity

Meier and Brudney (2010) argue that, an indicator may be a valid measure of an idea if it accurately measures the concept it intended to live. In other words, if the indicator contains little or no error, then the indicator may be a valid measure of the concept. Collecting and comparing two different measures at a similar point in time established the validity of this study. Validity simply means the accuracy of the measurement (Kothari, 2004). In addition to that, pre-testing of the data collection tools was also done, to check the consistence of the tool with the intended purposes. 
Pre-testing of the data collection tools were also helpful to the researcher to familiarize with the study environment so that relevant information is collected during the actual data collection exercise. Pre-testing of pre-designed questionnaire would be done to the village leaders, women and elders to ensure it is answerable and actually obtains intended data. Crosschecking with different tools was done to ensure information collected is valid and reliable. Building of confidence to the respondents was done whereby all interviews were conducted in local language (Kiswahili) and  information was kept secret.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 Introduction
This chapter presents, analyses and discusses the collected data based on the specific objectives.  It is divided into two main parts. The first part explains the demographic characteristic of the respondents while the second part presents the findings based on the objectives of the study. 
4.2 Demographic Characteristic of the Respondents

The sample of this study constituted 93 respondents from Pangani District ranging from Village Executive Officers to top District officials.  Table 4.1 presents the demographic characteristics of the sample with regard to sex.
Table 4.1: Frequency and Percent for Sex of Respondents

	Sex 
	Frequency
	Percent

	Male
	61
	65.6

	Female
	32
	34.4

	Total
	93
	100.0


Source: Field Data (2020)
Table 4.1 shows that male constituted a big number of respondents (65.6 percent) compared to female (34.4 percent). This can be attributed to the fact that Pangani District council had many male than female workers.  With regard to age, Table 4.2 shows that the age group of 20 to 30 years had many respondents (34.4 percent) compared to other groups. This may be partly attributed to the fact that even at national level the work force is composed of a higher proportion of people in age group 20-30 years.

Table 4.2: Age Group of Respondents

	Age group
	Frequency
	Percent

	20-30
	32
	34.4

	31-40
	27
	29.0

	41-50
	23
	24.7

	51-60
	10
	10.8

	60+
	1
	1.1

	Total
	93
	100.0


Source: Field Data (2020)
Regarding marital status, the finding indicated that 61(65.6%) of the respondents were married, 24(25.8%) were single. There were 4 (4.3%) respondents who were divorced/divorcee and Widow/widower. Marital status is important to determine the respondent’s response due to the nature of this study. The summary is presented in Table 4.3.
Table 4.3 Marital Status of the Respondents

	Status 
	Frequency
	Percent

	Married
	61
	65.6

	Single
	24
	25.8

	Divorced/Divorcee
	4
	4.3

	Widow/widower
	4
	4.3

	Total
	93
	100.0


Source: Field Data (2021)
 Table 4.4: Level of Education

	
	Frequency
	Percent

	Primary Education
	23
	24.7

	Diploma
	30
	32.3

	University degree
	36
	38.7

	Master's Degree
	3
	3.2

	PhD
	1
	1.1

	Total
	93
	100.0


Source: Field Data (2021)
Regarding the education level of the respondents, the findings revealed that 36(38.7%) had a bachelor degree, 30(32.2%) had diploma, 3(3.2%) had master's degree and 1 (1.1%). The summary is presented in Table 4.4.
4.3 Women Involvement in Leadership Roles in Pangani District

Through documentary review and interview the researcher analysed the number of female leaders in various positions. Table 4.5 summarizes the number of male and female village and ward leaders. The findings show that in the 2019 Local Government election, only 7 (21%) female villages’ chairpersons were elected out of 33 villages in Pangani where men won 26 (79%) seats. The number of female Village Executive Officers was 12(36%) compared to 21(64%) men out of 33VEOs. The number of female Ward Executive Officers was 4(29%) compared to 10(71%) men out of 14 WEOs. 
VEO and WEO are professional positions and if there is a vacant, advertisement of the vacant is made available to the public and all people with desirable qualifications are invited to apply. In order to secure such position, academic qualifications is among the requirements. Through interview, the reasons given by respondents for women under representation included low level of education, lack of self-confidence and male chauvinism. One of the respondents interviewed had the following to say:

“Sometimes there are special considerations to female applicants where the authorities encourage woman to apply for the job. But the turnout of female applicants had been too low. Sometimes the turnout is high but the candidates miss required qualifications” (Research (Findings, 2022).
For the political positions, during the 2020 general election no any female candidates in all political parties contested for Member of Parliament in Pangani constituency. Therefore, the elected Member of Parliament for Pangani Constituency for five years (2020-2025) was a male. For councillors, there was no female candidates who won election as a result all counsellors elected in the 2020 general election were males. However, through special seat, 6(30%) female councillors from Chama Cha Mapinduzi (CCM) were nominated to make a total of 20 Councillors.  A male Chairperson of the District council was also elected since all members of the council who competed for such position were males.

Furthermore, women can secure leadership positions by appointment by a higher authority. The findings show that the appointed leaders in Pangani District in senior positions were coincidently all male. From the District Commissioner, District Executive Commissioner, Officer Commander District (OCD) and District Administrative Secretary (DAS). Although appointment of leaders in top government positions is in discretion of the appointment authority, there has been imbalance in gender of the appointees and various gender agencies have expressed their deep concern on the discrepancies. In 2016 TGNP expressed their concern on decreasing number of female appointees after the President appointment Ministerial Permanent and Deputy Secretaries. 
The number of female Secretaries and Deputy Secretaries was observed to decrease from 37.7% in 2014 to 20% in 2015 in which the difference of 17.7% was realized. The difference was large thus increasing the gender gap in decision making organ Makundi (2016). More complaints to the appointment authority to overlook gender balance in appointment of leaders was reported by Lihiru (2022) when the president made a reshuffle of the cabinet leaving only six female ministers out of 22 ministers. Also, in these particular ministries, the minister, deputy minister, permanent secretaries and deputy permanent secretaries are all men (ibid). 
Table 4.5: Leader and their Gender

	Leader
	Female 
	Male 
	Total 

	Number of councillors
	6 (30)
	14(70)
	20 (100)

	Number of VEO
	12(36)
	21(64)
	33(100)

	Number of WEO
	4(29)
	10(71)
	14(100)

	Number of female Village Chairperson
	7(21)
	26(79)
	33(100)


Source: Field Data (2021)
The Pangani district council has three development committees: Finance, Planning and Administration Committee, Education, Health and Water Committee and Economic Work and Environment Committee. Through documentary review, the findings show that only one Committee is led by the female chairperson (33.3%) while two committees were led by male chairpersons (66.7%).
Table 4.6: Committee and the Gender of Chairpersons
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Source: Field Data (2021)
There are 17 departments/units at Pangani District Council. Documentary review indicated that there are only 5(29%) females’ chairpersons head of unit/department compared to 11(71%) department headed by males. Table 4.7 shows the number of departments/units and the gender of heads of departments.
Table 4.7: Departments/Units and Gender of the Head of Departments/Units
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Source: Field Data (2021)
The findings in Table 4.5, 4.6 and 4.7 show that females are underrepresented in leadership positions in Pangani District Council. During interview respondents had different views regarding under representation of females in leadership position. One respondent had the following to say:

“People in Pangani prefer men in leadership positions than female because of the religious purposes. Some of Religious belief side-lined women in leadership position. Men leaders are given priority and women are considered weak and not able to lead compared to men” (Research Findings, 2022).
Another respondent cited patriarch system and financial muscles to be the reasons for under representation of women in Pangani District. She had the following to say:

“Patriarch system dominated leadership matters in the world and Pangani District is not immune to that. Also, female lack financial resources to compete with men in political leadership positions Whenever female compete with men, they are over competed due to lack of enough fund” (Research Findings, 2022).

The findings concur with several empirical studies regarding under representation of female in leadership positions. Vohra et al., (2015) urge that research has indicated that there has been under-representation of women in leadership positions worldwide. Adamson & Kelan (2019) assert that the reason for underrepresentation is  lack of female role models dubbed female hero.  The characteristics of the female hero includes: confidence to jump over gendered barriers; control in managing these barriers; and courage to push through them. The female hero offers exclusively individualized solutions to inequality by calling on women to change themselves to succeed, and therefore has limited capacity to challenge the current gendered status quo in management and leadership. Furthermore, Bhalotra et al (2018) point out that women’s under-representation in political office disadvantages one half of society, and have additional social costs.
4.4 Contribution of Women Leaders in Pangani District

The second objective of the study was to assess the contribution of women leaders in Pangani district. Through questionnaires the responses were captured on a Likert scale where they were required to indicate their level of agreement or disagreement with statements provided in the questionnaires (Table 4.8). The statement that women (woman) in senior leadership positions lead effectively at District/council /department/section/ unit had a mean score of 3.7 out of a maximum total agreement score of 5. This implies that the respondents agreed with the statement. It further implies that women were good leaders like men despite of gender orientation. 

Respondents ranked the confidence and trustworthy level of women leaders in their District/council /department/section/ unit and the average mean score was 4.22 of 5.00 maximum score. This can be interpreted that, respondents agreed with the confidence and trustworthy of women in leading people in their locality. The belief in confidence and trustworthy of women was also guaranteed by one responded who through interview was quoted as follows:

We have female leaders who are composed and trusted to lead people in our district. Women leaders are trusted more than male leaders especially when leadership involves management of funds (Research Findings, 2022).
Respondents agreed with the statement that women leaders have a great contribution to development activities in Pangani District, by the mean score of 3.78. Through interview, respondents highlighted the contribution of women in leading their people to achieve their goals. Through individual reactions, respondents hinted that women leaders have positively contributed to lead people to participate in development projects such as school building, health facilities and soliciting fund for development projects. 

Respondent agreed with the statement that when the top leader was/is a woman, she commanded/commands respect as a leader and her position was recognized. This was evident in the responses by the mean score of 3.6. Through interview one of the correspondents had the following to say:
Actually, there is no difference between male and female leaders in senior positions.  Even the country has the female President and she is doing good. She has commanded respect in the same in the same as other male presidents. If there are people who despise women leaders, it is not due to the gender reasons but could be other reasons like human imperfections (Research Findings, 2022).
Respondents reacted contrary to the statement on required ranking of the power of women leaders imposed by subordinate in the District. Most of respondents ranked low (a mean score of 2.1) to the statement that the woman/women leader(s) is (are) considered powerful by subordinate in District. But through interview most respondents ranked high the power of female leaders to the subordinates. Subordinate indicated to Respect the decisions of female leaders as the findings show that the mean score to the statement was 4.65 which clearly indicated that they strongly agreed with the statement.  In addition, the findings show that women are not afraid to make decisions so long as they believe what they are doing is right. The statement was backed up by the mean score of 3.87 of respondents who agreed with the statement. However, the statement that most women are better leaders than men when given opportunities to lead had the mean score of 1.94 indicating that respondents disagreed with the statement. 
The findings also show that there were no real or perceived intimidations to female leaders at the working place.  The finding was backed up by large number of respondents who agreed with the statement by mean score of 3.65, On the superiority of women leader, the mean score of 3.91 indicated that women demonstrated superior leadership values in Pangani District. To observe leadership values implies that women are ethically good in leadership. There was a statement that meant to compare leadership style between men and female. 
The statement that women are democratic and participative in leading people had a mean score of 3.9 out of 5.00 total score. This result concurs with Nyoni & He, (2019) and Miller (2017) who highlighted that female leaders adopt democratic and/or participative styles, whereas male leaders adopt autocratic or directive styles. Eagly & Karau (2002) further argue that the female style of leadership is more effective because this feminine style reduces hierarchy, satisfies the subordinates and achieves good results. They argue more that female leaders opt for cooperativeness, collaboration, lower control, problem solving, empathy and rationality, which means that women, compared to men, adopt models characterised by friendship, agreeable feelings, interest in people, expression and sensitivity.
The mean score of 3.84 indicate that women leaders fit in their leadership position as any other effective leader in Pangani District when assigned leadership positions. This implies that leadership does not rely on gender rather on capability and meritocracy. The mean score of 4.91 indicated that women leaders handle crises better when arise at the working place. This concurs with the study by Zenger and   Folkman (2020) who assessed men and women on their leadership effectiveness using the Extraordinary Leader 360-degree assessment. They found that women were rated significantly more positively than men. 
Women were rated as more effective leaders than men. The gap between men and women during COVID pandemic was even larger than previously measured, indicating that women tend to perform better in a crisis. To dig much into the contribution of female leadership, the researcher posed some questions to respondents which intended to get the rating on characteristics of female leaders in their working place.  The findings show respondents agreement that female leaders are honest by a mean score of 3.96. Respondents who neither agreed nor disagreed that female leader are Intelligence (mean score 3.03), Decisive (mean score 3.00), compassionate (mean score 3.13). 
Furthermore, the correspondents disagreed that female leaders are innovative (mean score 2.18) and are held to higher standards than men at working place (mean score 2.45). Finally, respondents strongly disagreed that female leaders are ambitious to lead. The respondents deemed women leaders to be determined to lead than their male counterparts. The mean score of 3.91 indicated the level of agreement of respondents to the statement. 
Table 4.8: Rating of Respondents to Statements on Contribution of Women Leaders in Pangani District 

	S/N
	Statement
	N=77

	
	
	1
	2
	3
	4
	5
	Mean score

	1
	Women (woman) in senior leadership positions lead effectively inPangani District
	6(7.8)
	8(10.4)
	7(9.1)
	38(49.4)
	18(23.4)
	3.7

	2
	Women leaders are adequately confident and trustworthy in leading our Pangani District
	6(7.8)


	8(10.4)
	7(9.1)
	38(49.4)
	18(23.4)
	4.22

	3
	Women leaders have a great contribution to development activities in our districts council /department/section/ unit
	7


	6
	2
	44
	18
	3.78

	4
	When the top leader was/is a woman she commanded/commands respect as a leader and her position was recognized.
	8(10.4)


	7(9.1)
	5(6.5)
	45(58.4)
	12(15.6)
	3.6

	5
	Compared to men, women are democratic and participative in leading people.
	5(6.6)
	4(5.2)
	0(0.00)
	51(54.8)


	17(22.1)
	3.92

	6
	The woman/women leader(s) is (are) considered powerful by subordinate inPangani District.
	16(20.8)
	46(59.5)
	4(5.20
	5(6.%)
	6(7.8)
	2.21

	7
	Women leaders fit in their leadership position as any other effective leader our Pangani District when assigned leadership positions.
	3(3.9)
	5(10.4)
	0(0.00)
	62(80.7)
	7(9.1)
	3.84

	8
	Women inPangani District are trusted by subordinate as normal leaders.
	1(1.3)
	3(3.9)
	7(9.1)
	59(76.6)
	7(9.1)
	3.88

	9
	The decisions of female leaders inPangani District are respected by subordinates.
	3(3.9)
	4(5.2)
	1(1.3)
	1(1.3)
	68(88.3)
	4.65

	10
	There is no real or perceived intimidation to female leaders in working place.
	3(3.8)
	4(5.1)
	4(5.1)
	57(73.1)
	10(12.8)
	3.86

	12
	Women leaders handle crises better when arise in working place.
	2(2.6)
	0(0.00)
	5(6.5)
	57(74.0)
	13(16.9)
	4.05

	13
	In leading women are determined to bring positive changes than male leaders.
	4(5.2)
	1(1.3)
	3(3.9)
	59(76.6)
	10(13.0)
	3.91

	14
	Women are not afraid to make decisions so long aswhat they are doing is right.
	3(3.9)
	4(5.2)
	2(2.6)
	59(76.60
	9(11.7)
	3.87

	15
	Most women are better leaders than men when given opportunities to lead.
	18(23.4)
	52(67.5)
	3(3.9)
	2(2.6)
	2(2.6)
	1.94

	16
	Honest characterizes women’s leadership at our working place.
	4(5.2)
	2(2.6)
	3(3.9)
	52(67.5)
	16(20.8)
	3.96

	17
	Intelligence characterizes women’s leadership 

at our working place.
	6(7.8)
	4(5.2)
	55(71.4)
	6(7.8)
	6(7.8)
	3.03

	18
	Decisiveness characterizes women’s leadership at our working place.
	3(3.9)
	7(9.1)
	57(74.0)
	7(9.1)
	3(3.9)
	3.00

	19
	Compassionate characterizes women’s leadership at our working place.
	3(3.9)
	0(0.00)
	62(80.5)
	8(10.4)
	4(5.2)
	3.13

	20
	Innovativeness characterizes women’s leadership at our working place.
	8(10.4)
	59(76.6)
	3(3.9)
	2(2.6)
	5(6.5)
	2.18

	21
	Strong ambition characterizes women’s leadership at our working place.
	63(81.8)
	9(11.7)
	
	3(3.9)
	2(2.6)
	1.34

	22
	Women leaders are held to higher standards than men at our working place
	3(3.9)
	57(74.0)
	4(5.2)
	5(6.5)
	8(10.4)
	2.45


Key: 5- Strongly agree 4– Agree 3-Neither agree nor Disagree 2-Disagree 1-Strongly disagree
Source: Field Data (2021)

4.3.4 Challenges that Women Leaders Face in Pangani District

The third objective was to identify the challenges that women leaders face in Pangani district. Through questionnaires, respondents were asked to rate the statement from 1 strongly disagree to 5 strongly agree on Likert scale. Table 4.9 shows the ratings. The findings show that the mean score of 4.62 indicate that respondents strongly agreed with the assertion that at their working place people aren’t ready to elect a woman to higher office when given such opportunity. This could imply that people are suspicious with leadership capability of women leaders. Respondents were asked to rate another statement that women who are active in leadership get less support from people they lead. The mean score of 1.47 indicated that they strongly disagreed with the statement. This implies that women who are active in leadership get the necessary support from people they lead.
Respondents were asked to rate the experience and motivation to take leadership position at their working places. Majority of respondents strongly agreed that there were few women at their working place with the necessary experience and motivation to take leadership position. This reaffirms the low number of females in leadership positions as revealed in the documentary review that there were few women in leadership position. Respondents agreed with the assertion that family responsibilities do not leave time for women to engage in leadership by the mean score 4.38. 
During interview with key informants, respondents claimed that domestic activities were among the obstacles for women to engage in leadership position. One of the respondents was quoted as follows:

“Sometimes the community does not give favour to women leaders due to their home-based duties. There are several cases where women have lost their position simply because they have to go for maternity leave. The violation of this basic right is precarious in private sector but in public institutions is somehow minimal” (Research Findings, 2022).
This concurs with Pelagia and Mzomwe (2017) who urged that the woman being a mother, a wife and a leader have to play multiple domestic roles. The environment in which women work is not family friendly; as the long hours, inflexibility of the working day and the location of the work, poses challenges to working women in meeting their multiple roles, thus, giving rise to role conflict.

The researcher asked respondents to rate the statement that “Education gap has hindered female from acquiring senior management position in our district”. The findings show that majority agreed with statement, indicative in the mean score of 4.32 of 5. This concurs with World Economic Forum (2022) who urged that numerous factors contribute to the unequal distribution of women at senior leadership position including education gap. Male supremacy is still hindering women to participate fully in leadership in our district rated with the mean score of 4.47 indicating that respondents strongly agreed with the assertion. This concurs with Pelagia and Mzomwe (2017) whose study found that the existence of masculine culture in most organisations was a hindrance to women leaders in smooth undertaking of their responsibilities as leaders.
The respondents also strongly agreed with the statement that women are not encouraged to participate in leadership in our district. They rated the statement by the mean score of 4.73. Through interview, the respondents differed with the questionnaire finding. Some of the Key informants asserted that the government and the non-government organizations have done a lot to empower women to take leadership positions but females are not taking advantage of the offer. One of the respondents had the following to say regarding this matter:

“Females are treated as a special group, both national, reginal and district campaigns are arranged to mobilise women to take the advantages of available opportunities”
The respondents were asked to rate the statement whether women don’t have sufficient connections and that is the reason why sometimes excluded from leadership (Research Finding 2022).

The mean score was 3.79 that follow under the rating that indicate respondents’ agreement with the statement. The researcher was interested in the type of connections that could enable a woman to secure leadership. This concurs with Pelagia and Mzomwe (2017) who urged that women spend a lot of time for family affairs; therefore, left with limited time for other social activities such as being club members, meeting with friends and close relatives. These responsibilities deny female time to attend social activities and therefore reduce the possibility of building connections with other people.
Table 4.9: Rating of Respondents to Statements on Challenges that Women Leaders Face in Pangani District

	S/N
	Statement 
	N=77

	
	
	1
	2
	3
	4
	5
	Mean score

	1
	At our working place people aren’t ready to elect a woman to higher office when given such opportunity.
	2(2.6)
	3(3.9)
	8(10.4)
	9(11.7)
	55(71.4)
	4.62

	2
	Women who are active in leadership get less support from people they lead.
	58(75.3)
	10(13.0)
	4(5.2)
	2(2.6)
	3(3.9)
	1.47

	3
	At our working place fewer women have the experience and motivation to take leadership
	3(3.9)
	2(2.6)
	1(1.3)
	9(11.7)
	62(80.5)
	4.45

	4
	Family responsibilities don’t leave time for women to engage in leadership.
	4(5.1)
	8(10.3)
	2(2.6)
	4(5.1)
	60(76.9)
	4.38

	5
	Education gap has hindered female from acquiring senior management position in our district.
	6(7.8)
	3(3.9)
	4(5.2)
	11(14.3)
	53(68.8)
	4.32

	6
	Male supremacy still is hindering women to participate fully in leadership in our district.
	5(6.5)
	4(5.2)
	2(2.6)
	5(6.5)
	61(79.2)
	4.47

	7
	Women are not encouraged to participate in leadership in our district.
	2(2.6)
	2(2.6)
	3(3.9)
	1(1.3)
	69(89.6)
	4.73

	8
	The respondents were asked to rate the statement whether women don’t have sufficient connections and that is the reason why sometimes excluded from leadership. 
	4(5.3)
	1(1.3)
	5(5.4)
	63(82.9)
	3(3.9)
	3.79

	9
	Religion was one of the factors that hinder women engagement in leadership.
	1(1.3)
	2(2.6)
	2(2.6)
	60(77.6)
	12(15.6)
	4.04

	10
	Women lack self-confidence when assigned leadership positions
	5(6.5)
	2(2.6)
	4(5.2)
	5(6.5)
	61(79.2)
	4.47


Key: 5- Strongly agree 4– Agree 3-Neither agree nor Disagree 2-Disagree 1-Strongly disagree
Respondents were asked to respond to the assertion that Religion was one of the factors that hinder women engagement in leadership. The finding revealed that respondents agreed to the assertion by the mean score of 4.04. The researcher checked women lack self-confidence when assigned leadership positions. The findings show that women lacked self-confidence when assigned leadership position. The rating mean score was 4.47. This finding concurs with Pelagia and Mzomwe (2017) who urged that women lack confidence and due to that they have been adversely affected their leadership. Low self confidence among women also affects female motivation to compete for the leadership position.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Overview

This chapter addresses the summary of the key findings, conclusion, recommendations and suggested area for further research. Therefore, the sub heading hereunder gives brief explanation of the above-mentioned matters. 
5.2 Summary of the Key Findings

The general objective of the study was to assess the engagement of women in Leadership positions at Pangani District. Specifically, the study intended to assess the extent to which women are involved in leadership roles, assess the contribution of women leaders and identify the challenges that women leaders face in Pangani district. The findings show that women are underrepresented in leadership positions in Pangani district. The study revealed that there were few women leaders in professional, appointment and political positions where a person competes for securing leadership positions. The main reason for under representation included low academic qualifications, lack of self-confidence and male chauvinism. 
Women leaders were perceived to have good leadership contribution in Pangani District. Some are in senior leadership positions and have effectively led people. Women are confident, trustworthy and have led people in the same vein as any other leaders. Respondents agreed that women leaders have a great contribution to development activities in Pangani District. Women leaders have positively contributed to lead people to participate in development projects such as school building, health facilities and soliciting fund for development projects. Female leaders have commanded respect other leaders and their position were recognized. Women leaders were not afraid to make decisions since they were confident on what they were doing in leadership. No real or perceived intimidation to female leaders at the working place and women leaders demonstrated superior leadership values in Pangani District. 
Female leaders adopted a democratic and participative leadership style; therefore, the female style of leadership is more effective because it reduces hierarchy, satisfies the subordinates and achieves good results. Women leaders were in good position to handle crises better when arising at the working place.  The female leaders were deemed honest by respondents and determined to lead than their male counterparts. The challenges that face female leaders in Pangani included lack of support from various people when they aspire for political positions, lack of experience and motivation in leadership position.

Family responsibilities hinder women from free participation in leadership. Education gap between male and female and male supremacy also hindered female from acquiring senior management position in Pangani district. Lack of connections also was mentioned as a challenge for women to secure leadership positions. Religion and lack of self-confidence when assigned leadership positions were among the factors that hinder women engagement in leadership. 
5.2 Conclusion

Women in Pangani district have managed to take senior leadership position but they are few in number compared to male counterparts. There was no systematic process found to hinder female to participate in leadership in Pangani district rather the socio-economic reasons remain the main hinderance for women to engage fully in leadership processes.  Female are encouraged to take leadership positions to bridge the gender gap.
5.4 Recommendations

Based on the discussion of the findings and conclusion thereof, this study recommends the followings:
i. Empowerment programmes to continue to awaken more women to engage in leadership positions. The Government and NGO should not give up to educate women and the society in general about the need for women engagement in leadership.

ii. The appointing authority should consider balance when there are vacancies to be filled through this approach.

iii. The government to implement international and regional protocols that call for gender balance in leadership positions.
5.5
Recommendation for Further Research
Firstly, the study based on a single district therefore the result from this study cannot be either generalized or taken as final and conclusive. It is recommended that similar studies to be conducted in another district or the whole region. Secondly, another study of similar nature can be conducted by using different methodologies.
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APPENDICES

APPENDIX I: QUESTIONNAIRE

Dear Sir/Madam

Dear Respondent, my name is ZUHURA ABDULRAHMANI RASHID. A Masters student at The Open University of Tanzania, I am doing an academic study on an assessment of women engagement in leadership at local government in Pangani district in Tanga. I hereby kindly request for your support and assistance. Your answers will make great contributions in my data collection. All information provided will be used only for academic purposes and will be treated confidentially.

Section I: Personal information

Age (please tick the appropriate answer)

	a.
	20-30 years
	(
	)

	b.
	31-40 years
	(
	)

	c.
	41-50 years
	(
	)

	d.
	51-60 years
	(
	)

	e.
	60 +
	(
	)


Sex (please circle whichever is relevant)

a.
Male         

b.
Female

1. Marital Status

	a.
	Single
	(
	)

	b.
	Married
	(
	)

	c.
	 Divorced/Divorcee
	(
	)

	d.
	Widow/widower
	(
	)


2. Academic qualifications (circle the relevant answer)

	a.
	Certificate
	(
	)

	b.
	Diploma
	(
	)

	c.
	University degree
	(
	)

	d.
	Master’s degree
	(
	)


Any other (specify)…………………………………….

Section II: Women participation in leadership

Please tick (√) against the word or sentence that is most applicable to you.
Key: 5- Strongly agree 4– Agree 3-Neither agree nor Disagree 2-Disagree 1-Strongly disagree

	S/N
	Statement 
	1
	2
	3
	4
	5

	1
	Women (woman) in senior leadership positions lead effectively inPangani District
	
	
	
	
	

	2
	Women leaders are adequately confident and trustworthy in leading our Pangani District
	
	
	
	
	

	3
	Women leaders have a great contribution to development activities in our districts council /department/section/ unit
	
	
	
	
	

	4
	When the top leader was/is a woman she commanded/commands respect as a leader and her position was recognized.
	
	
	
	
	

	5
	Compared to men, women are democratic and participative in leading people.
	
	
	
	
	

	6
	The woman/women leader(s) is (are) considered powerful by subordinate inPangani District.
	
	
	
	
	

	7
	Women leaders fit in their leadership position as any other effective leader our Pangani District when assigned leadership positions.
	
	
	
	
	

	8
	Women inPangani District are trusted by subordinate as normal leaders.
	
	
	
	
	

	9
	The decisions of female leaders inPangani District are respected by subordinates.
	
	
	
	
	

	10
	There is no real or perceived intimidation to female leaders in working place.
	
	
	
	
	

	11
	 Women demonstrate superior leadership values inPangani District.
	
	
	
	
	

	12
	Women leaders handle crises better when arise in working place.
	
	
	
	
	

	13
	In leading women are determined to bring positive changes than male leaders.
	
	
	
	
	

	14
	Women are not afraid to make decisions so long aswhat they are doing is right.
	
	
	
	
	

	15
	Most women are better leaders than men when given opportunities to lead.
	
	
	
	
	

	16
	Honest characterizes women’s leadership at our working place.
	
	
	
	
	

	17
	Intelligence characterizes women’s leadership 

at our working place.
	
	
	
	
	

	18
	Decisiveness characterizes women’s leadership at our working place.
	
	
	
	
	

	19
	Compassionate characterizes women’s leadership at our working place.
	
	
	
	
	

	20
	Innovativeness characterizes women’s leadership at our working place.
	
	
	
	
	

	21
	Strong ambition characterizes women’s leadership at our working place.
	
	
	
	
	

	22
	Women leaders are held to higher standards than men at our working place
	
	
	
	
	


Section III Factors Limiting women engagement in leadership in Pangani

Please tick (√) against the word or sentence that is most applicable to you.
Key: 5- Strongly agree 4– Agree 3-Neither agree nor Disagree 2-Disagree 1-Strongly disagree
	S/N
	Statement 
	1
	2
	3
	4
	5

	1. 
	At our working place people aren’t ready to elect a woman to higher office when given such opportunity.
	
	
	
	
	

	2. 
	Women who are active in leadership get less support from people they lead.
	
	
	
	
	

	3. 
	At our working place fewer women have the experience and motivation to take leadership
	
	
	
	
	

	4. 
	Family responsibilities don’t leave time for women to engage in leadership.
	
	
	
	
	

	5. 
	Education gap has hindered female from acquiring senior management position in our district.
	
	
	
	
	

	6. 
	Male supremacy still is hindering women to participate fully in leadership in our district.
	
	
	
	
	

	7. 
	Women are not encouraged to participate in leadership in our district.
	
	
	
	
	

	8. 
	The respondents were asked to rate the statement whether women don’t have sufficient connections and that is the reason why sometimes excluded from leadership. 
	
	
	
	
	

	9. 
	Religion was one of the factors that hinder women engagement in leadership.
	
	
	
	
	

	10. 
	Women lack self-confidence when assigned leadership positions
	
	
	
	
	


APPENDIX II: INTERVIEW GUIDES

Interview Questions 

i. Is there a difference in proportionate between men and women who hold the leadership positions in this District council? Why?

ii. Can you talk about the organizational culture in facilitating or hindering women leadership`?

iii. Are there any initiatives by the organization to promote women participation in leadership and managerial positions?

iv. Have you ever been attempted for corruption offer from women who seek to be favoured for higher position appointments?

v. Is there any difference in performance between men and women in leadership positions?

vi. What do you think are the challenges faced by women in their struggle towards leadership position?

vii. Is there any gender imbalance in your work place? What do you do with gender in case of gender imbalance?

viii. Are there any programmes to empower female leaders?

ix. Do male supremacy exist at your working place? Why?

x. What is the contribution of women leaders in Pangani districts?

xi. What are the characteristics of women leaders?

APPENDIX III: RESEARCH CLEARANCE LETTERS
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Our Ref: PG201502760 30 July 2021

‘Disrct Executive Director (DED),

‘Pangani District Council,

POBoxss,

TANGA.

'RE: RESEARCH CLEARANCE
‘The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which became
operational on the 1* March 1993 by public notice No.55 i the official Gazette. The Act was however
replaced by the Open Universty of Tanzania Charter of 2003, which became operational on 1* Jamuary
2007 In line with the Charter, the Open Universty of Tanzania mission i to generate and apply knowedee
{hrough research.

To faclitate and to simplify research process therefore, the act emporwers the Vice Chancellor of the Open
University of Tanzania to issue rescarch clearance, on behalf o the Government of Tanzania and Tanzania
‘Commission for Science and Technology, to both itsstaff and students who are doing rescarch in Tanzania.
With tis brief background, the purpose of fhis leter s to introduce to you Ms. RASHID, Zuhura
Abdulrahmani, Reg No: PG201802760 pursuing Master of Arts in Governance and Leadership
(MAGL).We here by grant this clearance to conduct a research fifled “An Assessment of Women
‘Engagement in Leadership at Local Government: A Case Study of Pangani District”. She will collect
e data at your area from 2* to 31 August 2021

In case you need any further information, kindly do not hesiate to contact the Deputy Vice Chancellor

(Academic) o the Open University of Tanzania, P.O Box 23409, Dar es Salaam Tel: 02022668820 We.
Jasty thank ou i advance for your assumed cooperaton and faciltation of thisresearch academic actvity

Yours,
‘THE OPEN UNIVERSITY OF TANZANIA

NAawsan
Pt Vagets Brea
PR CToR 08 POSTGRADUATE STUDIES.
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REF: RESEARCH CLEARANCE

Reference is made to the heading above.
Refer your letter dated 3™ August, 2021 conceming the heading captioned

above.
I'm very glad to inform you that, your application for Ms. Rashid, Zuhura
Abdulrahmani to be attached with Research at Pangani District Council has
been accepted and she will be under District Community Development
Officer (DCDO) from 02" August, 2021 to 31 August, 2021.

It is advised to prepare your student all financial requirements to support her

during the whole period of training.

Regards.
FORDISTRICT EXECUTVE DRECTOR
Simon H-Mkumby PANGANIDISTRICT COUNCIL
For: DISTRICT EXECUTIVE DIRECTOR
PANGANI
Cc: - District Community Development Officer.

Ms. Rashd, Zuhura Abdulrahmani.




DEPENDENT VARIABLES


More diverse problem solving


Increased organizational collaboration 


Improved leadership performance


Enhancement of team work


Closed gender gap








INDEPENDENT VARIABLES


Gender sensitization


Women empowerment


Women in strategic position


Self confidence


Lowering education gap





Policy Context 


organisational policies and procedures


Legal framework


Political influence








INTERVENING VARIABLE





Social and Cultural Context 


Norms


Traditions


Perceptions


Behaviors


Domestic responsibility








