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ABSTRACT TC "ABSTRACT" \f C \l "1" 
 In recent years some women have achieved higher education and win leadership positions, however, they face several challenges which limit their advancement of leadership carrier. This study sought to determine gender distribution in leadership and challenges experienced by women leaders in Regional and District Secretariats in Ruvuma region. The study used multiple case study design and it was conducted in Ruvuma region involving council secretariat members. A total of 41 women were involved and they were selected through purposive sampling technique. Questionnaires were used in data collection. Qualitative data were analysed through thematic analysis while quantitative data were analysed through SPSS software version 25. The findings of the study revealed that the proportion of women leaders in district councils is low (31.5%). Women leaders still experience some challenges that affect them in fulfilling their duties such as negative attitudes from community members and subordinates as well as lack of support from their spouses. It was further revealed that women overcome leadership challenges through working hard, furthering their education, on job training, increasing confidence as well as using their mentors and role models. The study recommends that the government should support more initiatives in minimising gender inequalities in leadership positions in order to achieve 50/50 from the existing 31/ 69. Lastly, studies of this nature should also be carried out in other organisations so as to identify gender gap as an initiative to implement 50/50.
Keywords: Women Leadership, challenges faced by women in working places .
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Background Information TC "1.1 Background Information" \f C \l "1" 
According to United Nations (2018) women comprise of 49.5% of the World’s population. However, the World Bank (2016) data reported women comprise only 39.6% of the global workforce (Davidson & Burke, n.d.). According to the World Bank (2016) report there is a wide variation in labour force participation rates for women globally, with highest rate in Rwanda (54%) and lowest to 13.1% in the United Arab Emirates. Recently many women achieve higher education and leadership positions in several institutions, companies or government. But they face several challenges limiting the leadership advancement carrier. Traditional duties of child rearing and household administration limit their efforts as leaders and managers. 

Leadership has been a male-dominated profession for long period of time while women’s roles were largely clerical and of blue-collar nature (Davidson & Burke, n.d.; Shahtalebi & Yarmohammadian, 2016; Women, 2016). Women remain underrepresented as leaders especially in project-based industries such as construction and engineering as traditionally it was regarded as masculine orientation projects(Davidson & Burke, n.d.; Women, 2016). According to ILO (2017) survey in Caribbean countries companies with male dominated cultures have fewer women in top executive roles, at an average of 15% compared to 46% for companies identified as having either female dominated or gender inclusive culture (ILO, 2018). Women must overcome barriers to advance their careers that do not encountered by their male peers especially in male dominated environments. Women's participation in management and administrative positions averages 15 percent across 26 African countries (United Nations, 2015). Although global data shows that women continue to increase their share of managerial positions, the rate of progress is slow and uneven. 

Tanzania like other countries has low number of women leaders and managers in both private and public sectors. Efforts are made to reduce gender inequality in all aspects of life, including increasing admission of female students in colleges and universities, increasing number women leaders in various sectors. For example Tanzania decided to increase women participation in politics to 30% so that women can have adequate participation and contribution in decisions making (Israel, n.d.; Mutarubukwa & Mazana, 2017) . This leads to more than two folds (13% to 30%) increase in the percentage of women in cabinet from 2000 to 2012 respectively (Israel, n.d.; Mutarubukwa & Mazana, 2017). 

Despite these efforts women are still under represented in executive leadership position in Tanzania. According to the Commonwealth report (2015), only 11% of females had executive leadership positions in private sector. Similarly 30% of board members and 26.5% of directors or heads of departments in public sectors were women (Commonwealth, 2015).

Women advancement into management has been both complicated and enhanced by their gender roles, dominant masculine culture, negative attitude from sub ordinates, element of being risk averse and stereotyping leadership style (Fritz, 2019; Njiru, 2013; Williams et al., 2014; Women, 2016). Moreover, female managers face various challenges including acceptability as managers in both society and working places. Although evidence has shown that women are just as capable as men, women continue to be perceived as lacking the necessary knowledge, skills, and abilities to be successful in upper management roles (Watt, 2016; Women, 2016).These challenges faced by women in fulfilling their multiple roles increases the gap in number between women and men. Women leaders’ face difficulties in order to advance their carrier and overcome negative attitudes from their subordinates and community.

1.2 Statement of the problem TC "1.2 Statement of the problem" \f C \l "1"  

Women constitute more than half (50.51%) of the population in Tanzania (World population review, 2019). Tanzania has made efforts to reduce gender parity in all aspects of life including education, politics, leadership and management.  This includes increasing proportion of women in parliament by 30% and employment in various sectors. Currently women occupy top leadership positions in the country, but their number is still low in such positions. Though the country has made more efforts to reduce gender gap in working areas and proportion of women leaders is increasing, such progress has not fully translated into future professional work settings. Still doubts and prejudice regarding women’s leadership skills and ability exist in our community. This may directly or indirectly affect women leaders in advancing their leadership carrier.
Few studies have been conducted in Tanzania to find challenges faced by women in leadership position (Mtarabukwa and Mazana, 2017). But these studies addressed challenges faced by political leaders only. It is not clear if the District Secretariat leaders face similar challenges. Correspondingly, the study did not address the strategies used by women leaders to overcome the challenges in working areas. Therefore, this study investigated challenges of women leaders in District Secretariats and how they overcome them; using experience from Ruvuma region.

1.3 Objectives of the study TC "1.3 Objectives of the study" \f C \l "1" 
1.3.1 General objective TC "1.3.1 General objective" \f C \l "1" 
To determine gender distribution and challenges experienced by women leaders in Regional and District Secretariats in Ruvuma Region.

1.3.2 Specific objectives TC "1.3.2 Specific objectives" \f C \l "1" 
i. To describe proportion of women leaders in Regional and District Secretariats in Ruvuma region.

ii. To identify challenges which women leaders face in Regional and District Secretariats in Ruvuma Region.

iii. To assess strategies used by women leaders to overcome challenges in Regional and District Secretariats in Ruvuma Region.

1.4 Research Questions TC "1.4 Research Questions" \f C \l "1" 
i. What is the proportion of women leaders in Regional and District Secretariats in Ruvuma region?

ii. What are challenges women leaders encounter in Regional and District Secretariats in Ruvuma Region?

iii. What are the strategies women leaders utilise to overcome challenges Regional and District Secretariats in Ruvuma Region? 

1.5  Significance of the Study TC "1.5 Significance of the Study" \f C \l "1"  
Despite increase in number of women in leadership still women are underrepresented in both private and public sectors. There is also limited data on challenges faced by women leaders on advancing their leadership carriers and how they cope with their working environments.

 This study aimed at exploring the challenges faced by women mangers, strategies used by female managers to overcome challenges, ways they engage in coping with the situation and suggest ways of reducing the challenges. 

The findings from this study can be used by government and other stakeholders in improving working conditions of women leaders.  Similarly, the obtained information can be used by both government and stakeholders to address the existing challenges inflicted by societies to women leaders so that they can change their negative attitudes towards women leaders.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1"  

This chapter reviews literature on gender distribution and challenges faced by women in leadership. It highlights on the definitions of the main terms used in this research, empirical review, theoretical literature review, conceptual framework which shows relationship between variables, research gaps to be filled by the study theoretical framework and statement of hypotheses.

2.2  Conceptual definitions TC "2.2 Conceptual definitions" \f C \l "1" 
2.2.1 Leadership TC "2.2.1 Leadership" \f C \l "1"  
The term leadership has been defined differently by different authors depending on the context in which the author is referring. The Business Dictionary defines leadership as the activity of leading a group of people or an organization or the ability to do this. It involves establishing a clear vision and sharing that vision with others so that they will follow willingly, and provide the information and knowledge and methods to realize the vision. Leadership involves a type of responsibility aimed at achieving particular ends by applying the available resources (human and material) and ensuring a cohesive and coherent organization in the process (Amanchukwu et al., 2015). Appelbaum et al., (2003) described leadership as a process whereby an individual influences a group of individuals to achieve a common goal. 

In this study Makori et al., (2016) definition was used since leadership is a process of social influence, which maximises the efforts of others towards achievement of a goal. According to Kruse leadership is based on social influence and not power or authority. 

 2.2.2 Women in Leadership TC "2.2.2 Women in Leadership" \f C \l "1"  
Little difference has been found in between men and women in leadership sector. Ambition is different in gender basis. Researches shows that women are advance equally as men and are ambitious as them also for the development and high priority. Researchers found a glass ceiling phenomenon that stops women to reach the prioritized position. That invisible barrier is noted and explored by many (Meral & Otlu, 2016; Shahtalebi & Yarmohammadian, 2016). Metaphor of a labyrinth describes that women reach senior positions by negotiating within the organisation (Carli, 2000).

2.3 Theoretical analysis TC "2.3 Theoretical analysis" \f C \l "1" 
Theories are formulated to explain, predict, and understand phenomena and, in many cases, to challenge and extend existing knowledge within the limits of critical bounding assumptions. The theoretical framework is the structure that can hold or support a theory of a research study. The theoretical framework introduces and describes the theory that explains why the research problem under study exists. This study was based on three leadership theories despite of several theories which addressed women leadership. These theories include: 

2.3.1 "Great Man" Theory of Leadership TC "2.3.1 \"Great Man\" Theory of Leadership" \f C \l "1"  
Some of the leaders in the history have always been identified as strong leaders based on the qualities or traits that they display(Amanchukwu et al., 2015; Publishers, n.d.). Leaders like Mahatma Gandhi, Indira Gandhi, Margaret Thatcher, Nelson Mandela etc. has been identified, based on the traits that they displayed. For instance, when Margaret Thatcher was the prime minister of the Great Britain, she was regularly described as a confident, iron-willed, determined and decisive leader. Thus, the great man theories of leadership consider personal qualities and characteristics that differentiate leaders from non-leaders. It assumes that the capacity for leadership is inherent, that great leaders are born, not made. The theory also assumes that a leader cannot be a normal person and they are different from average person in terms of personality traits such as intelligence, perseverance and ambition. Women were not considered, as leadership viewed as man’s job other than women (Amanchukwu et al., 2015). These theories often portray leaders as heroic, mythic and destined to rise to leadership when needed. The term great man was used because, at the time, leadership was thought of primarily as a male quality, especially military leadership (Amanchukwu et al., 2015; Publishers, n.d.). 

2.3.2 Role Theory TC "2.3.2 Role Theory" \f C \l "1"  
It stipulates that individuals identities are comprised of multiple roles, each with varying salience for that individual (Publishers, n.d.). As a role becomes more salient for an individual, it becomes more important to fulfil demands of that role. Among women leaders this theory particular more applicable based on their dual leadership and family responsibilities. For some individuals, work will be more salient, while for others family will be more salient. Still others may have high salience for both work and family domains. It has been proposed that, a high career salience would necessitate making sacrifices and delaying gratification in other areas of life such as family. Additionally, some evidences reported that career role salience may enhance leadership aspiration.

2.3.3 Gender-Role Perception Theory in Leadership TC "2.3.3 Gender-Role Perception Theory in Leadership" \f C \l "1" 
Leadership is predominated by male as exclusive privilege in corporate, political, military and other sectors of society. Researchers argued that women have gained increased access to top level leadership position but the number is very few. Gender-role orientation has been shown to predict perceptions and self-esteem (Paustian-Underdahl et al., 2014; Saint-Michel, 2018). There are three models of gender role relationship. Congruence model shows that congruence between ones gender and one‘s gender role orientation results in psychological well-being (Amanchukwu et al., 2015; Publishers, n.d.). It shows exhibiting behavioural and psychological characteristics of one‘s own gender is considered natural and healthy but opposite gender is not. The androgyny model reflects androgynous individual possess some traits such as assertiveness, autonomy and positive feminine. As those individuals possess instrumental and expressive qualities, so it fosters self-esteem and creates perception. Masculinity model shows that positive masculine traits foster high self-esteem in both parties. More clearly, women are neglected indirectly in most job or organizational environment. In spite of having equality theory of men and women, women constitute only less than 4% of CEOs heading the world’s 500 leading corporations in 2015 (ILO, 2015). Perception about other sex is not considered acceptable according to the congruence theory (Saint-Michel, 2018). So, most of the cases women were negotiating with organizational bodies to get into top level regardless of attributes she has. Gender role evidences embraces injunctive norms about male and female behaviour. Pervasive effects of gender roles are consistent with social role theory sex is not only the attribute which provides strong basis for categorizing people, considering the race, age and occupation, but also men and women stereotyping is conducted automatically (Saint-Michel, 2018). Perception about gender has not been changed through decades, as many women workers are not getting proper rights. Overall, gender role theory suggests that perception about women and men are still differs. Researchers found it equal in theories but not in daily activities. Glass ceiling still exists and people have a perception that male and female has different ambition and female can‘t get any way near it (Paustian-Underdahl et al., 2014). 

2.4 Empirical literature TC "2.4 Empirical literature" \f C \l "1" 
Leadership is the process of influencing the activities of an organized group toward goal achievement (Biddle, 1986). Leadership is interpersonal influence, exercised in a situation, and directed, through the communication process, toward the attainment of a specified goal or goals. The main functions of leaders are envisioning; aligning others toward the vision; and ensuring execution or implementation. 
2.4.1 Gender distribution of managers in companies/institution in working places TC "2.4.1 Gender distribution of managers in companies/institution in working places" \f C \l "1" 
 Women in top management positions were nearly non-existent from the 1970s to the early 1990s. Efforts have been made worldwide to reduce gender inequality in all aspects of life including leadership position. In recent years there is dramatic increase in number of women performing leadership roles. Women are under presented in as leaders in many companies and organizations (Commonwealth, 2015; ILO, 2015, 2018).  Moreover, women occupy lower rank leadership while men are in top leadership. Globally very few women are able to reach the position of chief executive officers (CEO). In 2014, less than 4% of CEOs heading the world’s 500 leading corporations were women (Davidson & Burke, n.d.; United Nations, 2015). Women represented 21% of non-executive directors, 13% of executive directors and 3% of CEOs (United Nations, 2015).  According to 2017- ILO Caribbean company survey, women in the Caribbean make up 27% of CEOs, 25% of board members and 18% of board chairs (ILO, 2018). Data from the survey also showed that only 12% of companies have a gender balanced representation at top executive level and 34% of companies have no women at the top executive level (ILO, 2018). In African countries the proportion of women in top positions is lower than in other parts of world. According to the ILO (2015), women’s participation in management and administrative positions averages 15 percent across 26 African countries. This is ideally a minority percentage considering that women form large proportion in these countries (ILO, 2015).  

According to the World's Women statistics (2015) women continue to be underrepresented in various important areas including politics, civil services, judiciary, banks and large companies. In 2015 the share of women among cabinet ministers was 18% around the world. Although still low, it was a threefold increase from 6% in 1994 (United Nations, 2015). Women are underrepresented in certain sectors, especially in finance sector and corporate management sector. The underrepresentation of women in leadership positions is a global phenomenon, which extends across public and private sector industries and professions. In 2015 most of female appointed as ministers were assigned sectors related to social issues including social affairs; environment, natural resources and energy; women’s affairs and gender equality; family, children, youth, older persons and persons with disabilities; and education (Davidson & Burke, n.d.; United Nations, 2015). Fewer female ministers assigned to sectors related to finance and the budget, and the economy and development. An IPU survey on parliaments conducted in 2009 and 2010 also showed the share of women in committees related to family, children, youth, older persons and persons with disabilities was 40%. In education, the share was 30%, and 35% in health (United Nations, 2015). Recently implemented gender quotas program increases women’s representation in national parliaments. At least 30% of members of parliaments are women in most countries in both developed and developing countries. A study in Nigeria revealed that 34.5% of executive/decision making positions were women (Profile, 2016). Tanzania also includes in its constitution minimum requirement of 30% women representatives in Parliament. This increased percentage of women in cabinet by more than two folds since 2000 to 2012 from 13% to 30% respectively(Israel, n.d.; Mutarubukwa & Mazana, 2017). Women occupying the executive leadership positions in Tanzania are still low in other sectors. According to commonwealth Secretariat report, only 11% of Tanzanian women had executive leadership positions in private sectors (Commonwealth, 2015). 

Even if found in few leadership positions, women are often evaluated less favourably than their male counterparts with similar backgrounds and experience. 

2.4.2 Challenges which face female managers in working places TC "2.4.2 Challenges which face female managers in working places" \f C \l "1" 
Most of the challenges arise from traditions whereby most societies including Tanzania are patriarchal in nature. Societies viewed leadership as a masculine job and not suitable for women because they are believed to be inferior and are weak for holding leadership positions. 
Traditional gender roles and stereotypes cause unequal division of labour between women and men at home and in the workplace (Elmuti & Ph, 2009; Profile, 2016; Singh & Sdurgaprasad, 2002). These gender roles, naturally, put a woman into a family as a care taker, a wife and her place is in the kitchen. These responsibilities make a woman to spend a lot of time for the family and deny her time for networking. Globally many people still believe that women’s primary role is to be childrearing and household administration (ILO, 2018). But women prefer having other lifelong careers in addition to their family life. Gender bias in workplace cause barriers that limit women to select their career and advance to top senior leadership levels.  The study in Ghana showed that 62.6% of women experience more work-family conflict than men. In the similar study 61.7% of the respondent agreed that family responsibilities have higher effects on the work of women than men (Ajsw ; Darko-Asumadu et al., 2018).  Caring of children, sick people and starting family are among the family commitments reported to disrupt career. The ILO global company survey 2015 asked respondents to rank in order of importance a set of 15 barriers to women’s leadership. Among respondents from Jamaica, the highest-ranking barriers were societal gender roles and lack of flexible work solutions. Respondents also mentioned work-family imbalances between genders, with women having more family responsibilities than men and men in turn not being encouraged to take on family responsibilities (ILO, 2015).

 The work-life balance is one of the greatest challenges that encountered by women leaders (Bell, 2015; Kengatharan, 2015; Singh & Sdurgaprasad, 2002). The roles of men and women have changed both in the office and at home, nevertheless women still bear the brunt of childcare and household responsibilities in addition to the office work responsibilities. One study observed women especially with young children face difficulties in balancing their role as the primary caregiver with additional responsibility in the organization (Kengatharan, 2015). Women not only bring the “bacon” home they also have to cook it. Therefore, many women who are executives and those in elite occupations handle by making discreet choices between their career advancement and family such as "opting out" or postponing their marriage and parenting. Some women are forced to avoid overtime and professional trips handled to subordinates for family issues. Other evidences also revealed that, being a leader might result in conflict with a spouse. Acquisition of leadership position and earning money make some men inferior while others feel jealous. Women leaders and professionals may lack support from their male family members, spouses or male relatives. Several studies conducted also revealed that, women who have full time employment face challenges in balancing work and family responsibilities (Hoffmann-burdzińska & Rutkowska, 2015). 

While at work women face challenges related to gender biases and negative attitudes from subordinates (Aycan et al., 2011; Profile, 2015, 2016; Watt, 2016). Due to gender stereotype exist in the society women leaders are considered to be weak, dependent, passive, fragile, non-aggressive, non-competitive, empathetic, sensitive, subjective, intuitive, and supportive soft and less committed to work than their counterparts. Negative attitudes are from both men and women subordinates. Although some women leaders face challenges especially with elderly male subordinates. One study examines the views of male employees working under female leaders in selected organisations in Ghana revealed 69.5%  male employees preferred to work under male managers (Preko, 2012). Similarly, in this study 46.7% of participants’ code managerial position as masculine position ad only 56.6% labelled women as decisive (Preko, 2012). Not only men subordinates   pose challenges to women leaders but also their fellow women. Some leaders reported poor performance than expected from young girls. Negative attitudes from subordinates and community minimize confidence among some women leaders and affect their leadership carrier.

2.4.3 Organisational Barriers TC "2.4.3 Organisational Barriers" \f C \l "1" 
Recently the terms “glass ceiling” and “glass escalator” have been widely used metaphor to describe an invisible but very real barrier that prevents women from moving upward in leadership position (Meral & Otlu, 2016; Shahtalebi & Yarmohammadian, 2016). On the contrary, men are more likely to be accelerated into leadership positions by means of “glass escalators”. Glass ceiling phenomena exist more in male dominated culture companies and industries. Women are discriminated during employment, promotion and salaries despite having similar qualifications and background as men. In male dominated companies it is difficult for women to reach higher managerial positions due to existing stereotypes against women (Barnard, 2014). Although some authors argue that the glass ceiling is more of a societal blocker than an individual barrier others believe that corporate culture or organisational barriers are main source. Although recently women are catching up and surpassing men in academic achievement, the “glass walls “within hierarchal structures that reproduce occupational segregation and create barriers making career pathways different for women compared to men still exist. These include lack of flexibility in some companies and industries whereby women feel environment are not conducive and quite job.    
Another organisational barrier is the relationships many women have with their mentors, bosses, and female co-workers. Most employees tend to bond through similar interests. Since there tend to be few executive women; many women are unable to find a female mentor. One study reported that women are inhibited in the workplace because of their limited access to capable mentors (Ginkel et al., 2015; Hughes & College, 2016). Many people prefer to have mentors of the same gender because they tend to understand the challenges most commonly faced. Male mentors tend to be resistant to mentor a woman because they perceive women as more emotional, not as skilled at problem-solving, and because of the risk of workplace sexual harassment issues (Fritz, 2019).

2.4.3 Strategies used by female leaders to overcome and reduce challenges in             

        working  areas TC "2.4.3 Strategies used by female leaders to overcome and reduce challenges in working" \f C \l "1" 
 Several authors reported that women leaders who are in top of an organisation should include continuing education in order to advance and improve their careers (Lahti, 2013; Mollel & Tshabangu, 2014). Results from other studies suggest that women who seek additional training in their careers are seen as more committed in organization, have higher levels of job satisfaction and involvement, and enjoy higher career prospects (Javadi et al., 2016; Mollel & Tshabangu, 2014; Mutarubukwa & Mazana, 2017; Shahtalebi et al., 2011) . A study exploring success strategies used by African American female executives in Fortune 500 companies found that, attaining strong educational credentials is one of the key success strategies in leadership (ILO, 2015). While many authors insisted the role of education in leadership others debate not sure if it is a ticket to advance in an organization. Also subordinates believe that women leaders should be trained to improve their leadership carrier. A study in Ghana 70.5% of male subordinates reported female heads must be well trained before assuming managerial positions(Preko, 2012).

Balancing work and family responsibilities is very important to avoid losing on one side, especially the family. Some leaders sacrifice official trips and leave that to the subordinates in order to have adequate time for family (Hoffmann-burdzińska & Rutkowska, 2015). Other authors also reported that, due to time constraints and job demands, women are forced to choose the family rather than their career. They further noted that, many women have voluntarily left their jobs due to family decisions (Mutarubukwa & Mazana, 2017).  Some women suggested that enhancing cooperation among the family to be another means of copping with the challenges. This will create mutual understanding among family members.  Sharing of earnings with the family makes family members appreciate and help women leaders when need arises (Mutarubukwa & Mazana, 2017).

Networking is proposed to be a successful career strategy for leadership advancement in both men and women. Evidences suggest that participating in networks can help achieve career advancement sooner, secure senior career sponsors, enabling male participants to secure key leadership roles in spite of only possessing minimal experience (Lahti, 2013; Posholi, 2012). For women in particular, networking provides a medium for managing efficient career strategies helps in building relationships with others and become more visible to organizational leaders which further enhance women’s promotion to management positions.  Furthermore some studies suggest that women are prevented from reaching top positions if they do not network inside and outside their organizations (Ginkel et al., 2015; Lahti, 2013).

Mentors as a strategy for career progression: Many scholars confirm that having a mentor is a key success factor for women in particular, who need positive and active mentors to support them in their career advancement (Fritz, 2019; Ginkel et al., 2015). Having mentors allows women to obtain vital information, visibility, personal contacts and support for performing effectively and obtaining higher level positions. In many cases mentors have been proven to be a lot more important to women’s careers than hard work and talent as they provided support and advice on how to handle different work situation. Mentorship also opens doors for women and provides opportunities to work on projects with high visibility and profile. Mentoring also plays an even more critical role for women who aim to compete in male-dominated environments by being a tool to help ‘level the playing(Fritz, 2019; Ginkel et al., 2015; Hughes & College, 2016).

Working hard has been identified as an important tool against negative attitudes form subordinates and communities as they perceive   women are weak leaders (Mutarubukwa & Mazana, 2017; Preko, 2012). Correspondingly, others believe women leaders have sexual affairs with the appointees/employers. Women are required to work hard so as to achieve their goals and improve their leadership carrier. Several evidences showed that women who work hard cope well and overcome challenges in their working areas (Choge, 2015; Elmuti & Ph, 2009; Javadi et al., 2016; Shahtalebi et al., 2011). Also working hard improves leadership competence on the job, exceeding performance expectations and having future career goals.

2.5 Research gap TC "2.5 Research gap" \f C \l "1" 
Previously, two qualitative studies done in Tanzania involved 10 participants (Mutarubukwa & Mazana, 2017) and 20 participants (Israel, n.d.) whereby both studies focused on political leaders only. Both studies involved very few study participants which could likely lead to bias and the challenges found were significantly different to leaders in other sectors. Moreover,  the current data shows that women share in Tanzanian parliament have risen up to 30% in 2015 (Mutarubukwa & Mazana, 2017).  Despite more effort on increasing women in leadership position and working areas in order to reduce gender disparity, the proportion of women leaders in other working areas including District Secretariats is not known. Furthermore, it is not clear if women leaders in other sectors experience similar challenges as women political leaders. Therefore, the current study was set to provide data on proportion of women in District Secretariat (both political and non-political leaders) and tactics which they utilised to overcome challenges as leaders.
2.6 Conceptual framework TC "2.6 Conceptual framework" \f C \l "1" 
According to (Mugenda and Mugenda, 2003), a conceptual framework refers to conceptualisation of the relationship between variables in the study and it is shown diagrammatically. Apart from showing the direction of the study, through the conceptual framework, the researcher is able to show the relationships of the different constructs that researcher will investigate. It explains either in graphically or in narrative form, the main things to be studied- the key factors, concepts or variables and the presumed relationship among them (Jabareen, 2009). The conceptual framework shows a set of relationships among independent variables and dependent variables (Figure 1). The independent variables influence the dependent variable outcome measures either positively or negatively.
Figure 1: Conceptual Framework TC "Figure 1: Conceptual Framework" \f F \l "1" 
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Figure 1: Conceptual Framework

Source; Authors construct, 2019

Socio-cultural and organizational barriers against women cause less employment among women. As a result, few employed women compete with majority of men during promotion in leadership positions. This causes few women promoted to leadership position. Promoted leaders further faced barriers in both working areas inflicted by subordinates, organizational structures and society due to the fact that societies have not changed their mind against women. This cause some women find other jobs while others can be demoted due to poor performance. This further minimises number of women leaders.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLGY TC "RESEARCH METHODOLGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
This chapter describes how this study was conducted, procedures and plan employed in collecting data during the study. The chapter also outlined the choice of research approach and design, describes the participants involved in the study, instruments of data collection, the procedures that were followed and the techniques used to analyse the data. 

3.2 Research design TC "3.2 Research design" \f C \l "1" 
The study used multiple case designs, which explores a real-life multiple bounded system through detailed, in-depth data collection involving multiple sources of information (Mcdowell, 2015). Through using a multiple-case design a wider exploration of the research question and theoretical evolution was enabled the researcher to understand the challenges faced by women in leadership position and how they cope with these challenges(Paul & Otieno, n.d.).This enables the researcher to address the complex issues that need to be explored in-depth, and to understand the behavioural conditions of women leaders, based on comments inputs and interpretative perspectives of the participants.
3.3 Study population TC "3.3 Study population" \f C \l "1" 
A study population is a group of individuals taken from the general population who share a common characteristic. Population can also be defined as the target group to be studied in a particular place, while a sample is a part of the population. The target population for this study was women in Regional and District Secretariat members in Ruvuma Region.

3.4 Area of the study TC "3.4 Area of the study" \f C \l "1"  

This study was conducted in Ruvuma region. Ruvuma region is situated in the Southern part of the country. It consists of many women in leadership positions from political positions and professional positions example Regional Commissioner is a woman but furthermore two districts are led by women. It has also diversity of dominion and tribes which can affect leaders due to their cultural and beliefs.
3.5 Sampling technique TC "3.5 Sampling technique" \f C \l "1"  

Sampling techniques are the methods used to obtain sample from a target population. Purposive and criterion sampling technique was used to collect data in this study. The ideas behind a specific sampling approach vary significantly, and reflect the purposes and questions directing the study (Matthews & Ross, 2010). Women leaders were enrolled by purposive sampling while head of departments/section were selected by using criterion sampling.  This sampling implies that all women in Regional and District Secretariat members were enrolled in this study. Due to the fact that this study aimed to determine the proportion of women leaders, all head of department/section (male or female) were interviewed in order to obtain number of leaders of both genders in their department/ section.

3.6 Sample Size TC "3.6 Sample Size" \f C \l "1"  

A sample is a subset of a population. It is a portion of a population that is studied to learn about the population (Taherdoost, 2017). Where sampling means an activity in which a portion rather than a whole population is selected for survey or for the study. Sample size in this study was 130 secretariat council members whereby after interviewing head of departments 41 of them were women 

3.7 Data collection TC "3.7 Data collection" \f C \l "1" 
 Data was collected by using questionnaire. Questionnaire was structured by using Likert scale with five options. Questionnaire were consisting of three section, socio-demographic characteristics, challenges faced by women leaders and strategies they utilize to overcome challenges. Questionnaires contained closed and open-ended question. Questionnaires were administered to the study participants after sign consent form. The researcher decided to use the questionnaire method because it minimizes the interviewer bias, participants had adequate time to give well their thoughts. The researcher/research assistant collected the filled questionnaire on the same day. The researcher interviewed only the head of departments/section to obtain information on proportion of women leaders in their section or department.

3.8 Data analysis TC "3.8 Data analysis" \f C \l "1"   

Data analysis refers to the computation of certain measures along with searching for pattern of relationship that exist among data groups (Langkos, 2014). Qualitative data were analysed by using thematic analysis while quantitative data analysed by using SPSS software version 25. Categorical variables were presented using proportions. Quantitative variables were presented using mean if normally distributed and median if not normally distributed as measure of central tendency and standard deviation for measuring degree of dispersion.

3.9 Ethical consideration TC "3.9 Ethical consideration" \f C \l "1" 
 Institutional ethical clearance was obtained from the OUT Ethical Committee. Participants were given details on the study and written informed consent obtained prior to enrolment. Confidentiality was maintained by use of a study identification number which cannot be linked back to the participant details. The analysed data are secured by using password to avoid to be reached by unauthorized person.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
PRESENTATION OF FINDINGS AND DISCUSSION TC "PRESENTATION OF FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter presents the findings of the study and answers the research questions basing on the data analysed. The chapter also discusses the findings of the current study by comparing them with the findings of previous studies. The findings are presented in themes derived from the specific objectives of this study.

4.2 Description of socio-demographic characteristics of the Participants TC "4.2 Description of socio-demographic characteristics of the Participants" \f C \l "1"  

This section presents the general information of the respondents. This includes gender, age, level of education, marital status and years of experience in leadership of study participants.

Age of the respondents in the study were grouped into age groups of ≤ 24years, 25-34 years, 35-44years, 45-54years and >55years. The study also explored marital status and level of education of all 41 women leaders in the council secretariat. Socio-demographic data of participants are shown in Table 4.1 below.  
Table 4.1: Socio-demographic characteristics of study participants. TC "Table 4.1: Socio-demographic characteristics of study participants." \f T \l "1" 
	Variable 
	Category 
	Frequency (N=41)
	Proportion (%) 

	Age (Years)
	≤ 24
	1
	2.4

	
	25-34
	8
	19.5

	
	35-44
	14
	34.1

	
	45-54
	12
	29.4

	
	≥ 55
	6
	14.6

	Marital status 


	Single 
	6
	14.6

	
	Married 
	33
	80.4

	
	Divorced 
	2
	4.9

	Level of education
	Certificate 
	3
	7.3

	
	Diploma 
	9
	22.0

	
	Advanced diploma
	6
	14.6

	
	Degree/bachelor
	17
	41.5

	
	Master degree
	6
	14.6


 This study found that, among the study participants 1 (2.4%) was aged less than 25 years, 8 (19.5%) were aged 25-34years, 14(34.1%) were aged 35-44years, 12(29.4%) aged 45-54years and 6(14.6) were 55years and above.  Age of the respondents was an important factor for the study because it helped to establish whether leaders were selected on the basis on their age or not. Nevertheless, the findings of this study revealed that women leaders were almost representing all age groups, with large population being those aged 35-54 who were 63.5% of all women leaders. This indicates that among other factors, the question of maturity is also a considerable factor in assigning leadership position to women. In the same vein the question of challenges of old age is also given consideration such that women leaders who were aged above 55 were only 14.6 %. The findings also revealed through age distribution that there was a kind of succession plan among women leaders since those aged below 34 were 21.9% of all women leaders.
The study explored marital status of all 41 women leaders in the council secretariat.  In this study 6 (14.6%) were single, 33(80.4%) were married while 2 (4.9%) were divorced. Therefore, majority of women leaders involved in this study were married as presented in Table 4.1 above. Marital status has influence in development and advancement of leadership carrier in women as 80.4 % of all women leaders were married. However, marriage is revealed to be not a guarantee to leadership since among the leaders some were single (14.6%) and others were divorced (4.9%). These findings put clear that a woman qualifies in leadership position not because of her marital status, despite the fact that the majority of women in leadership position who participated in this study were married. 

 The findings revealed that among the 41 women leaders 17 (41.5%) had bachelor degree, 9(22.0%) had diploma, 6 (14.6%) had master degree, 6 (14.6%) had advanced diploma and 3 (7.6%) had certificate. The majority of these women leaders were graduates with bachelor degree while the minority of them were certificate holders.  This signifies that education is a significant factor during appointment of women leaders and women should continue with furthering their education in order to become more qualified and develop their leadership carrier as an initiative to achieve 50/50 in each sector.

4.2.4 Description by leadership experience TC "4.2.4 Description by leadership experience" \f C \l "1" 
Women in leadership who participated in the current study had different experiences and backgrounds in leadership. They were categorised according to their experiences beginning with those who were in their first appointment in leadership position and those who had previous experience in leadership prior to the current position. Among those who had previous experience in leadership, there were also variations on their experiences which were used to group them in relation to their duration in the offices they served. Finally, the participants were also categorised on the basis of their experience in the current position. The categories were presented as shown in Table 4.2.
Table 4.2: Description by leadership experience TC "Table 4.2: Description by leadership experience" \f T \l "1" 
	 Variable
	 Category
	Frequency
	Proportion (%)

	Save as leader before current position
	Yes 
	30
	73.2

	
	No 
	11
	26.8

	Duration of leadership before current position
	0 years 
	11
	26.8

	
	1-4years 
	12
	29.3

	
	5-9years
	15
	36.6

	
	>10years
	3
	7.3

	Duration in current position
	≤5years 
	24
	58.5

	
	6-10years
	13
	31.7

	
	11-14years
	1
	2.4

	
	≥15years
	3
	7.3

	Total 
	
	41
	100


Source: Field Data 2020
The data revealed that 30 (73.2%) of the women were leaders prior to the current leadership position while 11 (26.8%) were in their first leadership appointment. Furthermore the findings show that 12 (29.3%) had previously worked as leaders for 1-4years, 15 (36.6%) had previously worked as leaders for 5-9 years and while 3(7.3%) had previously worked for more than 10 years before holding the current position. These findings generally establish that women leaders in the secretariats studied were assigned to their duties on the basis of performance in their previous leadership positions in addition to other factors determined by the needs and expertise.

 The findings also revealed that there were variations of experience among women leaders in their current position. It was shown that 24 (58.5%) of the women have been working in the current position for 1-5years, while 13 (31.7%) have served for 6-10years, 1(2.4%) has been working for a maximum of 14 years and 3(7.3%) have been serving for 15 or more years. This disparity is significant when one considers women in leadership position and succession plan. It is therefore established that every woman who shows the required competence has an opportunity to succeed those who are in the position now as they are aging out. In that sense, those in position were not placed on personal grounds but competence and determination.

4.3 Proportion of women leaders in Regional and District Secretariat TC "4.3 Proportion of women leaders in Regional and District Secretariat" \f C \l "1"  

To address this significantly, the study investigated the number and percentage of men and women leaders in both regional and district council’s secretariat so as to identify the proportion in relation attaining 50/50. The findings were as illustrated in Figure 2.
Figure 2: Proportion of women leaders in Regional and District Councils Secretariats TC "Figure 2: Proportion of women leaders in Regional and District Councils Secretariats" \f F \l "1" 
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The findings revealed that among heads of department in Ruvuma secretariat councils, 41 (31.5%) of them were women whereas 89 (68.5%) were men. These findings establish that there was no gender balance in leadership positions since men were the majority in the leadership despite the fact that basing on global population women are more than men. The difference of 48 (37%) indicates existence of gender inequality which needs to be addressed in order to attain 50/50. 

Basing on traditional experiences, these findings can be paired with claims of promising efforts to attain 50/50 since the existing proportion now is 31.5/68.5 with women held behind. Hypothetically, the gap can be described as narrow but practically such a gap has significant effects in describing gender disparity and gender inequality, unless there were premises to establish why such a gap was and has to be permissible. Thus, on the basis of the findings of the current study and realistic interpretation of gender disparity and gender inequity still there is a substantial gender inequality in regional and district council’s secretariat in Ruvuma region which needs to be immediately addressed so as to attain 50/50. However, the current proportion of women in leadership positions in the studied area reveals the existence of gender sensitization whose effect is observable in decrease the gap between men and women in leadership positions. This simply means that to attain 50/50 more encouragement is needed to make the system work towards narrowing more the gap until gender equity is attained.  

4.4 Distribution of women in the departments in council secretariat TC "4.4 Distribution of women in the departments in council secretariat" \f C \l "1" 
The study examined the existing departments in the regional and district council secretariats so be able to establish the proportion of women in each department which may also have influence on women accessibility to leadership in the existing departments. The findings established that each council had a total of 18 departments so as to meet the structural requirements as shown in Figure 3. However, observation from these departments revealed that the question of unequal gender distribution which is revealed in the existing unequal proportion of women in leadership positions is traceable from inequality in recruiting women in some departments. Consequently, the majority of the departments are men dominated; hence make it impossible to attain gender equity. These findings are worthy indicators of the need for the superfluous initiatives to maintain gender equity in the recruitment stage so as to address any kind of inequity right from the beginning as a means to attain 50/50.    
Figure 3: Distribution of women in leadership positions in the departments in council secretariat TC "Figure 3: Distribution of women in leadership positions in the departments in council secretariat" \f F \l "1" 
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The findings revealed that among the existing 18 departments in council secretariat women were dominant in only two departments namely community development (67%), 67% and planning and statistics (56%). In the departments of health, primary education and secondary education women were 44% of the leaders which indicated a good sign to attain 50/50. In the department of finance and internal audit, women were only 11% which was generally far from attaining 50/50 and a discouragement to accessing leadership position. Unpredictably, the findings revealed that even in this era, there were still some government departments in the studied area which had not recruited even one-woman leader, thus men dominance was by 100%. These were livestock and fisheries, sports, water and legal departments as shown in Figure3. This inequality has serious implication on gender equity and equality as well as attaining 50/50. It indicates imbalanced gender distribution which may be the result of either inadequate gender sensitivity or lack of courage among some women in occupying certain job and leadership positions. These findings were surprising because both the government and non-governmental organisations are encouraging affirmative action as an initiative to promote participation of women (in this context) in national development activities, including leadership, provided they qualify. Thus, recruitment policies as of recent are all gender sensitive and allow special consideration to women who compete equally with men in the same position. As such, finding a government department with zero representation of women either as members in the department or in all available leadership positions creates a number of unanswered questions which preferably calls for a research on it. 
With the presented distribution, the findings generally reveal that the studied secretariats were aware of gender inclusion. However, the main challenge was on maintaining gender equity and equality which determines fair gender distribution. This is revealed by the observation that some departments were dominated by women and the majority of them were dominated by men as shown in Figure 3.  The nature of men dominance indicates that there is still a long way to go towards attaining 50/50 hence concludes that there was unequal distribution between men and women in leadership positions.

Although previous studies indicated that most of women are allocated in social affairs related sectors, in this study women are widely distributed in most departments. This signifies that gender distribution is considered during appointment of secretariat head of departments.
4.5 Challenges which women leaders face in Regional and District Secretariats TC "4.5 Challenges which women leaders face in Regional and District Secretariats" \f C \l "1"  

The findings on challenges facing women leaders were obtained through processing data from questionnaire. The processed data were the community assessments on challenges facing women leaders which emanate from social, cultural and personal perspectives.   The questionnaire was structured and it used Likert scale with five options namely: strongly agreed, agreed, neutral, disagree and strongly disagree as shown in Table 4.3.
Table 4. 3: Community Views on Women Leaders TC "Table 4. 3: Community Views on Women Leaders" \f T \l "1" 
	Variable 
	Category 
	Frequency (N=41)
	Percentage 

	Community view leadership as male job
	Strongly agree
	9
	22.0

	
	Agree 
	14
	34.1

	
	Neutral 
	5
	12.1

	
	Disagree 
	9
	22.0

	
	Strongly disagree 
	4
	9.8

	Community view women as are favoured in leadership position
	Strongly agree
	6
	14.6

	
	Agree 
	13
	31.7

	
	Neutral 
	2
	4.8

	
	Disagree 
	11
	26.8

	
	Strongly disagree 
	9
	22.0

	People believe women are inferior in leadership 
	Strongly agree
	4
	9.8

	
	Agree 
	18
	43.9

	
	Neutral 
	2
	4.8

	
	Disagree 
	13
	31.7

	
	Strongly disagree 
	4
	9.8


Source: Field Data 2020

The findings revealed that the majority of women leaders were facing challenges from the community they lead due to maintaining erroneous perceptions about women and leadership. The first challenge emanating from wrong perceptions was the view that leadership is a male’s job. It was shown that 56.1% of women leaders who were participants in the study admitted that the misconception that leadership is a male’s job was one of the serious obstacles to them while implementing their duties as leaders. However, 31.8% of women leaders had different opinion since to them such a misconception was neither a challenge nor a problem. It was further revealed 12.1% of women leaders who participated in the study neither agreed nor disagreed that the misconception that leadership is a male’s job was a challenge to them. These were women leaders who were less experienced or exposed to such a challenge because the positions they held as leaders were less preferred by men in the sense that they found them too feminine. Additionally, some of them were women leaders next to a male leader.

The second challenge based on the claim that women leaders were less comfortable in carrying out their duties due to the community views that women are favoured to win leadership positions. This challenge is revealed to have affected 46.3% of women leaders who participated in the study as they all agreed that such a challenge exists and affect their performance as leaders. On the contrary, 48.8% of women leaders who participated in the study did not find the community view that women were favoured in leadership positions as a challenge. In that sense, they were carrying out their duties as leaders confidently and comfortably so as to reveal to the community that they were leaders and not favoured leaders. This suggests that no matter what can be claimed against women leaders the majority of them assume their responsibilities in the standards required because they are constantly confident and responsible in the manner that a leader is required to be. Finally, 4.8% of women leaders who participated in the study were not able to either agree or disagree with the community view that women were favoured to win leadership position. These indicate that not all women leaders pay attention to what is said about them especially things that are likely to demoralize their spirit to work as leaders. Consequently, they invest in practising their leadership skills and trying to do the best. 

The third challenge is revealed to have originated from the community view that women are believed to be inferior in leadership position. This belief stands as a challenge since a leader needs people who put their trust on them. The findings revealed that 53.7% of women leaders who participated in this study admitted that the belief that women are inferior in leadership was among the major challenges to be addressed so as to make them excel in their performance. This belief symbolizes inadequacy in gender sensitization in the community such that people are adamant to change their mind set and think positively towards women. However, the findings indicated that 41.5% of women leaders who participated in the current study did not consider the community view that women are inferior in leadership position as a challenge. This simply means whether such claims exist or not, these women did not open a room for them to impair their leadership commitment and skills. These findings present an alternative to changing the mind-set of the community by performing beyond their expectation regardless of how negative a woman can be perceived. All in all, such an approach is also determined by factors like experiences and exposure to challenges as well as daring personality that constitutes a woman leader. 

In general, despite the extent of the challenges the findings reveal that the community still maintains a kind of distrust to women leader not on the basis of their performance but just because they are women and leadership, in their view, is a man’s duty. These findings concur with Preko (2012)  whose study conducted  in Ghana revealed that 46.7% of participants coded managerial positions as masculine while 56.6% labelled women as decisive (Preko, 2012). Moi University at Kenya 85.3% of participants strongly agreed that traditional stereotypes remain key hindrance of women to rise to top positions(Makori et al., 2016). Several other previous studies also reported that most societies believe that leadership is a masculine work hence not suitable for women (Agota Giedrė Raišienė et al., 2021). However, such views have nothing coherent except maintenance of gender stereotype, inequity and inequality. These socially constructed challenges are avoidable if and only if the community and the society at large work jointly to address the sources of perceiving women negatively.  
The findings further revealed that among women leaders, some faced challenges right from family members including their spouse while others accessed support from their significant others regularly as shown in Table 4.4. 

Table 4. 4: Support and relationship with spouse among women in leadership positions TC "Table 4. 4: Support and relationship with spouse among women in leadership positions" \f T \l "1"  

	    Variable 
	Category 
	Frequency (N=41)
	Percentages (%)

	Spouse support 
	Always 
	20
	48.8

	
	Often 
	2
	4.8

	
	Sometimes 
	12
	29.3

	
	Never 
	4
	9.8

	
	Not applicable
	3
	7.3

	Conflict with spouse
	Always 
	3
	7.3

	
	Often 
	2
	4.8

	
	Sometimes 
	11
	26.8

	
	Seldom 
	2
	4.9

	
	Never 
	20
	48.8

	
	Not applicable
	3
	7.3


Source: Field Data 2020

In examining whether women in leadership position won support from their spouses, the findings revealed that 53.7% of the participants acknowledged to be significantly supported always (48.8%) and often (4.9%).  However, out of the remaining 46.3% of the participants some faced different challenges in relation spouse support. The findings show that 39.1% of the participants were facing challenges in relation to spouse support since they did not have full support. Among them, only 29.3% were sometimes supported while 9.8% were not supported at all. It was also revealed that the question of spouse support was not applicable at all to 7.3% of the participants. Thus, despite the majority of women leaders acknowledging to win support from their spouses, the fact remains that some women leaders are facing challenges emanating from lack of support from their spouses. These findings have some reflections to a general assessment of gender consciousness, gender stereotype and gender sensitization strategies applied to the communities and the society as a whole. 

In examining whether women leaders faced challenges emanating from conflicts with their spouses, 48.8% of the participants declared to have never experience any conflicts with their spouses. Simultaneously, the question was not applicable to 7.3% of the participants. This means the remaining 43.9% of the participants faced challenges emanating from conflicts with their spouses in different degrees. This simply means that there is a significant proportion of women leaders who feel uncomfortable while carrying out their duties because they are experiencing challenges caused by conflicts with their spouses whether regularly or rarely. In other words, these leaders lack both physical and psychological support from their spouses; consequently, they need to invest a lot of their energy, wisdom and perseverance to maintain their personality as leaders.   

The findings of the current study support evidences from one of the previous studies which revealed that acquisition of leadership position might result in conflict with a spouse due to men feeling either inferior or jealous. Women leaders and professionals are therefore likely to lack support from their male family members, spouses or male relatives (Hoffmann-burdzińska & Rutkowska, 2015). 

The other aspect in which some women leaders faced challenges was on their ability to balance family and leadership responsibilities. It is revealed that in some occasions, women leader is forced to make a choice between attending family responsibilities and their leadership responsibilities. The challenges, rate and proportion of women affected is as shown in Table 4.5
Table 4. 5: Ability to balance family and leadership responsibilities among women leaders TC "Table 4. 5: Ability to balance family and leadership responsibilities among women leaders" \f T \l "1" 
	Variable 
	Category 
	Frequency (N=41) 
	Percentages (%) 

	Postpone/relocate  leadership responsibilities due to family issues
	Always 
	4
	9.8

	
	Often 
	2
	4.9

	
	Sometimes 
	21
	51.2

	
	Seldom 
	2
	4.8

	
	Never 
	12
	29.3

	Ability to balance leadership and family issues 
	Always 
	25
	61.0

	
	Often 
	10
	24.4

	
	Sometimes 
	4
	9.8

	
	Seldom 
	2
	4.8


Source: Field Data 2020

The findings show that on one hand 71.7 % of women leaders experienced situations in which they had to postpone their leadership responsibilities so as to attend family issues, taking into consideration their positions as mothers in the family. Among them, 14.7% of women leaders postponed their duties regularly while the rest did it rarely.  This was noticed to become a challenge emanating from their families basing on the fact that if all women leaders were fully supported by their significant others, they would have a fulltime engagement into their leadership responsibilities. 

On the hand, 29.3% of women leaders had never experienced a situation that needed them to postpone their leadership responsibilities so as to attend family matters. This indicates that this small proportion of women leaders were from the families which were gender sensitive and good at sharing responsibilities. As such, these women leaders were able to set of scales of their responsibilities as leaders and as mothers with a successful engagement in each part as scheduled.  These findings emphasise on the need for family members to support women leaders in the same way they do to their male counterparts so as to grant them opportunities to have adequate time to attend their leadership responsibilities without interference from their families.

The findings also revealed that balancing leadership responsibilities and family issues affected some women leaders to some while carrying out their leadership responsibilities. It is shown that 85.4% of women leaders were regularly able to balance their family responsibilities and their leadership duties. However, 14.6% of women leaders were rarely able to balance their family matters and leadership responsibilities, hence experienced some interruptions from their families while on duty. These findings support the findings of (Ajsw ; Darko-Asumadu et al., 2018) in the study conducted in Ghana which revealed that family commitments and responsibilities affects 61.7% of the women working as bank managers. Several other studies including (Kengatharan, 2015) (Hoffmann-burdzińska & Rutkowska, 2015) also had similar findings in their studies  which indicated that  women leaders had to balance their  family responsibilities and their leadership duties by rescheduling their duties,  postponing trips or avoiding overtime.

There were challenges which correspondingly emerged from the negative attitudes of some subordinates of women leaders whose perception on leadership was male focused. Hypothetically, it is socially presumed that leadership is masculine and whenever a woman emerges to be a leader only those who are gender sensitized would understand it easily. On the contrary, whoever challenges the ability of women to occupy leadership positions tends to develop negative attitudes towards female leaders on the basis of gender stereotype. The experiences and rate of the challenges women leaders face in this aspect are shown in Table 4.6.

Table 4. 6: Negative attitudes from subordinates among study participants TC "Table 4. 6: Negative attitudes from subordinates among study participants" \f T \l "1" 
	Variable 
	Category 
	Frequency (N=41)
	Percentages (%)

	Ever experience negative attitudes from subordinates
	Always 
	3
	7.3

	
	Often 
	3
	7.3

	
	Sometimes 
	23
	56.1

	
	Seldom 
	2
	4.9

	
	Never 
	10
	24.4

	Negative attitudes from male subordinates 
	Always 
	2
	4.9

	
	Often 
	7
	17.1

	
	Sometimes 
	20
	48.8

	
	Seldom 
	2
	4.9

	
	Never 
	10
	24.4

	Negative attitudes from female subordinates 
	Always 
	5
	12.2

	
	Often 
	3
	7.3

	
	Sometimes 
	19
	46.3

	
	Seldom 
	2
	4.9

	
	Never 
	12
	29.3


 Source: Field Data 2020

The findings indicated that only 24.4% of the participants had never experienced negative attitudes while 75.6% of them experienced negative attitudes from subordinates at different degrees of occurrence. These findings established that women leaders were still facing a considerable number of challenges originating from inadequate awareness on gender sensitiveness. 

The findings further revealed that only 24.4% of the participants had never experienced negative attitudes from male subordinates while 75.6% of the participants experienced negative attitudes from male subordinates at different degrees of occurrence. These findings meant that support to women leaders from men was below 25% since the majority of male subordinates were not gender sensitive; hence the victims of gender stereotype. 

In addition, the study found that only 29.3% of the participants had never experienced negative attitudes from female subordinates while 70.7% of the participants experienced negative attitudes from female subordinated at different degrees of occurrence. From these findings, it was established that support to women leaders from female subordinates was below 30%. This indicated that women were also victims of gender stereotype when it comes to supporting women leaders.

Generally, the findings have established that both male and female subordinates significantly behaved negatively to women leaders due to dominance of gender stereotype. These findings partly concur with those of Preko (2012)  in the study conducted in  Ghana whose findings indicated that 69.5% of male employees preferred to work under male managers other than females hence having negative attitude against women leaders.        

 4.6 Strategies that women leaders use to overcome challenges in Regional and District Secretariats TC "4.6 Strategies that women leaders use to overcome challenges in Regional and District Secretariats" \f C \l "1" 
The findings revealed that despite challenges that women leaders were facing there were strategies employed so as to overcome them. The strategies are as summarised in Table 4.7:

Table 4. 7: Strategies used by study participants in overcoming challenges TC "Table 4. 7: Strategies used by study participants in overcoming challenges" \f T \l "1"  

	Variable 
	Category 
	Frequency (N=41) 
	Percentages (%)

	Working hard
	Strongly agree
	19
	46.3

	
	Agree 
	15
	36.6

	
	Neutral 
	3
	7.3

	
	Disagree 
	2
	4.9

	
	Strongly disagree 
	2
	4.9

	Further education 
	Strongly agree
	10
	24.4

	
	Agree 
	18
	43.9

	
	Neutral 
	11
	26.8

	
	Disagree 
	2
	4.9

	On job training 
	Strongly agree
	9
	22

	
	Agree 
	27
	65.9

	
	Neutral 
	4
	9.8

	
	Disagree 
	1
	2.3

	Role models 
	Strongly agree
	10
	24.4

	
	Agree 
	20
	48.8

	
	Neutral 
	5
	12.2

	
	Disagree 
	5
	12.2

	
	Strongly disagree 
	1
	2.3

	Mentorship 
	Strongly agree
	9
	22.0

	
	Agree 
	24
	58.5

	
	Neutral 
	7
	17.1

	
	Disagree 
	1
	2.3

	Others 
	Participatory leadership
	10
	24.4

	
	Confidence 
	2
	2.9

	
	Regular meeting
	3
	7.3

	
	Cooperation 
	4
	9.8

	
	None
	22
	53.7


 Source:  Field Data 2020

The findings revealed that 82.9% of the participants adopted hard working as a strategy to overcome challenges that women leaders face so as to get rid of the negative attitudes towards women leaders. However, 9.8% of the participants did not believe in working hard as strategy to win positive attitudes while 7.3% could not make any decision over working hard as a strategy to win support and positive attitude from the community.

These findings concur with observations of (Mutarubukwa & Mazana, 2017; Preko, 2012)who concluded that working hard minimizes negative attitudes from subordinates and surrounding communities. They are also supported by (Choge, 2015), (Javadi et al., 2016) and (Shahtalebi & Yarmohammadian, 2016) who found that women leaders who work hard achieve their goals, cope well and overcome challenges in their working areas. 
Furthering their education was also revealed as a strategy employed by women leaders to address the challenges, they face from the community especially negative attitudes from their subordinates. The findings revealed that 68.3% of the participants employed furthering education as their strategy to address negative attitudes from their subordinates while only 4.9% of the subordinate did not believe in furthering education as a strategy to address negative attitudes from their subordinates.  The remaining 26.8% of the participants were not sure on whether furthering their education was an appropriate strategy to address negative attitudes from their subordinates or not.  
Correspondingly, the findings revealed that on job training was also employed as a strategy to address the challenge of negative attitudes from subordinates which highly affected women leaders. It was revealed that 87.9% of the participants employed on job training as an appropriate strategy to address negative attitudes as a challenge from their subordinates while only 2.3% of the participant did not believe in on job training as a strategy to overcome the challenge. The remaining 9.8 % of the participant were not sure whether on job training could address the challenge of negative attitudes from their subordinates or not. These findings concur with other studies which found that women with additional training in their carrier have higher levels of job satisfaction and involvement, and enjoy higher career prospects (Javadi et al., 2016; Mollel & Tshabangu, 2014; Mutarubukwa & Mazana, 2017; Shahtalebi et al., 2011). 
Additionally, the findings revealed that the influence of role models was also employed as a strategy to address the challenge of negative attitudes towards women leaders. It was shown that 73.2% of the participants adopted the influence of role models as a strategy to address their challenge while 14.6% of the participants did not believe in the influence of role models in addressing their challenge particularly negative attitudes from their subordinates. The remaining 12.2% of the participants were not sure whether the influence of their role models was an appropriate strategy to address the challenge of negative attitudes from their subordinates or not. 
Furthermore, the findings revealed that mentorship was adopted as a strategy to address the challenge of negative attitudes towards women leaders from their subordinates.  It was revealed that 80.5% of the participants adopted the strategy to address negative attitudes from their subordinates while 2.4 % of the participants did not believe in mentorship. The remaining 17.1 of the participants were not sure whether mentorship was an appropriate strategy to address negative attitudes from their subordinates or not  
Finally, the findings revealed that the participants employed other strategies to address negative attitudes from their subordinates which include increased confidence, regular meetings, participatory leadership and cooperation.

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
 This chapter gives the summary of the research findings, conclusions and recommendations. The summary bases on the findings of the study which are linked with the objectives and the questions that this study answers.  Conclusions and recommendations are also designed from the findings of this study.
5.2 Summary TC "5.2 Summary" \f C \l "1" 
The study aimed to assess gender distribution and challenges of Women in Leadership: The case of Ruvuma region.
The primary objective of the study was to determine gender distribution of leaders and challenges experienced by women leaders in Regional and District Secretariats in Ruvuma region. The specific objectives were to describe proportion of women leaders in Regional and District Secretariats, to identify challenges that women leaders face in Regional and District Secretariats and to assess strategies used by women leaders to overcome challenges in Regional and District Secretariats in Ruvuma Region.
The study was conducted in Ruvuma region. Ruvuma region is situated in the Southern part of the country. It consist of many women in leadership positions from political positions and professional positions example Regional commissioner is a woman but furthermore two districts are led by women. The study comprised 41 respondents who were purposively and criterion sampled. Qualitative data were analysed by using thematic analysis while quantitative data analysed by using SPSS software version 25. 

This study found that among 130 head of departments in Ruvuma secretariat councils, 41 (31.5%) of them were women whereas 89 (68.5%) were men. The proportion of women leaders found in council secretariat at Ruvuma region corresponds to the minimum requirement of 30% women representatives in Parliament in 2012. Although Tanzanian government has increased efforts in minimizing gender disparities further efforts must be increased in order to achieve 50/50 in several sectors including leadership position.

The findings of the study revealed that there were still challenges facing women leaders in their working places. These challenges are related to inadequacy of gender sensitiveness which leads to negative perception of women leaders. There are still practices of gender discrimination and stereotype existing among community members which limit women in advancing their leadership carriers. 

Furthermore the study showed that lack of support and frequent conflicts with spouse was identified as challenge among some women leaders in this study. Support from family members and spouse encourage leaders, provide psychological support hence increase effectiveness of work among women leaders. Therefore frequent family conflicts can reduce effectiveness of work hence minimize leadership carrier among women.

Apart from that also the study finds that women leaders face challenges on balancing family matters and leadership responsibilities. Sometimes they are postponing trips or avoid overtime in order fulfilling family responsibilities. This can minimize exposure to certain tasks hence decreasing experience and performance.

Negative attitudes towards women leader among both male and female subordinates in working place still exist. This pose psychological stress can minimize confidence among women leaders hence poor performance.

To overcome leadership challenges participants in this study agreed that the following strategies could be used. Further education and on job, training as further education increase competence and is associated with high level of job satisfaction. Also working hard helps to minimize negative attitudes from both community members and subordinates as it improves working performance

Women leaders in this use mentors and role models in order to overcome challenges and advancing their leadership carriers. Mentors provide support, guidance and share leadership experience.  Also learning from other successful women leaders has been observed to be used by some of women leaders in this study to maintain their leadership carriers. 

5.2 Conclusion TC "5.2 Conclusion" \f C \l "1"  

Although more efforts have been done by government to minimize gender disparities in all aspects of life including leadership position, still the proportion of women leaders in district council are low (31.5%).

Women leaders still experience various challenges that affect them in fulfilling their roles. These includes negative attitude from community members and subordinates as well as lack of support from spouse. Therefore, the government should continue with developing strategies targeting in reduction of gender bias in order to minimize gender stereotype in in the community.  

Furthermore, respondents reported that they are able to cope with challenges through strategies such as: working hard, further education, on job training, use of mentors/role models, increasing confidence, participatory leadership, regular meeting and cooperation with subordinates. 

5.3 Recommendations TC "5.3 Recommendations" \f C \l "1"  

Based on the findings, the study recommends that, the government should increase efforts in minimizing gender inequalities in leadership position in order to achieve 50% of each gender in each aspects of life. Government in collaboration with nongovernmental organizations should continue to raise awareness in the community regarding gender bias, gender stereotype, discrimination against women and spouse support among women leaders. Mentors and role models should identify capable girls, nurture and mentor them from low school age in order to develop leadership carrier among women. 

This study have been done for regional secretariat, further studies can be done on broader aspects to find the reality. 
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Appendix I: Questionnaire

Gender distribution of leaders and challenges experienced by female leaders in working areas in Ruvuma Region.

Participants ID number ………………….

SECTION A: SOCIO-DEMOGRAPHIC CHARACTERISTICS

1. Age   …………………years 

2. Marital status

i) Single (    )

ii) Married (   )

iii) Divorced (   )

iv) Widow/widower (   )

3. Level of education

i) Certificate (   )

ii) Diploma (   )

iii) Advanced diploma (   )

iv) Bachelor/degree (   )

v) Post graduate (   )

4. Year of employment ………………

5. Current leadership position ……………….

6. Duration on current leadership position ……………….years/months 

7. Did you save as a leader prior the current leadership position? 

i. Yes 

ii. No 

8. If yes Q7 for how long? ……………… 

INTERVIEW QUESTIONS 

9. How many departments/sections do you have?

10. Mention them

a. …………………………………

b. …………………………………

c. …………………………………

d. …………………………………

e. …………………………………

f. …………………………………

g. …………………………………

h. …………………………………

i. …………………………………

j. ………………………………….

k. ………………………………….

l. ………………………………….

m. …………………………………..

n. …………………………………..

11. How many leaders are there in your department or section.....................?

12. Among those departments how many departments or section are headed by women.

13. Mention departments headed by women

o. …………………………………………….

p. …………………………………………….

q. …………………………………………….

r. …………………………………………….

s. …………………………………………….

t. …………………………………………….

SECTION B: CHALLENGES FACING WOMEN LEADERS

I. Community members view leadership as male job hence not suitable for female

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

II. Most community members view women are inferior in leadership position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

III. People believe that you are favored to be in this position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

IV. Is your spouse supporting you?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never 

V. Do you experience conflict with your spouse due to leadership responsibilities?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

VI. Have you ever postponing/ avoid overtime and professional trips due to family issues?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

VII. Are you able to balance leadership and family responsibilities?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

VIII. Have you ever experienced negative attitudes from subordinates?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

IX. Have you ever experienced negative altitude from male subordinates?

1. Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

X. Have you ever experienced negative attitudes from female subordinates?

1.   Always 

2. Often 

3. Sometimes 

4. Seldom 

5. Never

XI. Is there any challenges you face apart from the mentioned above 

1. ………………………………………………………..

2. ………………………………………………………..

3. …………………………………………………………

4. …………………………………………………………

5. …………………………………………………………..

SECTION C: STRATEGIES USED BY WOMEN LEADERS TO OVERCOME CHALLENGES

I. Working hard can be used by women leaders as a tool for overcoming leadership challenges 

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

II. Further education can be used by women leaders in order to overcome challenges in leadership position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

III. Strongly disagree

IV. On job training can be used by women leaders in order to overcome challenges in leadership position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

V. Role models can be used by women leaders in order to overcome challenges in leadership position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

VI. Mentors can be used by women leaders in order to overcome challenges in leadership position

1. Strongly agree 

2. Agree 

3. Neutral 

4. Disagree 

5. Strongly disagree

VII. Is there any other strategies  you use to overcome the challenges  apart from the mentioned above 

1.
………………………………………………….

2.
………………………………………………….

3.
………………………………………………….

4.
………………………………………………… 

5.
…………………………………………………

Appendix II: CONSENT FORM (ENGLISH VERSION)

Gender distribution of leaders and challenges experienced by female leaders in working areas in Ruvuma Region.
My name is …………………………. I am a research assistant/researcher working on a study with title ‘‘Gender distribution of leaders and challenges experienced by female leaders in working areas in Ruvuma Region’’. As a leader you are requested to participate in this study. Your participation in this study is voluntary. 
Confidentiality

Participant will not be required to write their names or working station in the questionnaire. A unique study identification number will be used for each participant to ensure no information can be traced back to him or her. All information obtained from you will be handled in confidential manner and access will only be to the study investigators. All dissemination will be done in groups and no individual information will be shared.

Benefits and risks 

Participating in this study will not provide individual benefits to participants. However, findings from this study are necessary for government and stakeholders for improving working environment of leaders. There is no expected risk among the study participants.

Whom to contact:

If you have questions about this study, you can call the principal investigator: Dr Geofrey L Mdede (0756865531) during working hours. You can also contact the Regional Director Ruvuma Centre Dr Frank Julius P.O. Box 338, Songea. Phone number 0754635189
CONSENT

I confirm that, I have read and understand the contents of this form. I agree to participate in this study.

Signature of participant ……………………..
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Project Management (MPM) in the Faculty of Business Administration. We hereby
grant him a clearance to conduct a research entitled, “Gender Distribution and

"

Challenges of Women in Leadership: The case of Ruvuma Region.” He will
conduct research from 10th June 2020 fo 15t July , 2020.
In case you need any further information kindly contact the deputy vice

chancellor academic of the Open University of Tanzania or OUT regional

director.
Yours sincerely, L,
The Open University of Tanzania, T \

Dr. Frank Julius

OUT- Ruvuma Regional Director
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Gender roles


Stereotype against women


masculine culture


Negative attitudes vs women


Grass ceiling phenomena


Lack of mentors


Lack of Networking


Lack of flexible working condition











LOW NUMBER OF FEMALE LEADERS IN WORKING AREA





Challenges faced by female leaders in working areas
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