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ABSTRACT
This study assessed female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera, Tanzania. The study was guided by three specific objectives. First, to assess the criteria for appointing teachers for headship positions; second, to investigate the barriers to female teachers’ access to headship positions; and third, to examine strategies employed by female teachers to penetrate to headship positions. This study was anchored on the Social Justice Theory. The study used the Pragmatic research paradigm and a mixed-methods research approach supported by a descriptive exploratory research design. Purposive and simple random sampling techniques were used to select 95 participants. Data were collected using structured questionnaires and semi-structured interviews. Quantitative data were coded and analysed by the use of the Statistical Package for Social Sciences (SPSS) computer programme version 28.0 and interpreted and presented in table forms by the use of Means and standard deviations while qualitative data were transcribed and analysed thematically. The findings indicate that heads of schools have been appointed based on favouritism, academic qualifications and on intimacy. The findings also indicated that nepotism/favouritism, lack of support from male teachers, negative attitudes towards female teachers from the appointing authority, lack of mentoring systems and being burdened with family responsibilities, were the barriers to women access to headship positions. As strategies to penetrate to headship positions, female teachers were found to raise their voices against biasness in appointments; they were attending training and professional development courses; fighting against the society’s negative attitudes towards female headships and attending trainings on educational leadership. Based on the findings, the government and other education stakeholders are advised to make thorough follow-ups on the implementation of policies addressing gender balance countrywide. Furthermore, the government and other education stakeholders should minimize barriers facing female teachers to access headship positions and increase mentoring systems.
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CHAPTER ONE

INTRODUCTION

1.1 
Chapter Overview

This chapter introduces the study about female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera, Tanzania. It presents a general introduction to the problem, the study's background, and a statement of the problem and research objectives. It also covers research questions, the scope and the significance of the study.
1.2 
Background to the Study

“The concepts of leadership, supervision, management and administration overlap and they are used interchangeably” (Day & Sammons, 2016, p. 11). The study by Sarfo and Cudjoe (2016) views supervision in schools as a leadership function intended to improve teachers’ performance through teaching and instruction. Ezekwensili (2016) is of the view that leadership is an activity, which involves both actions of inspection and supervision through the utilisation of the available resources (human and material) in attaining educational goals. A similar view is reported by Wu (2020), who sees leadership in schools as an improvement and a source of influence in the teaching and learning process, and the way schools are run.
Empirical studies indicate that, women, as leaders, are good performers when given chances, compared to their men counterparts. For example, Mori and Towo (2017) and the EU (2017) indicate that boards of directors in the Ready-Made Garments (RMG) industry in Bangladesh with women leaders performed better and tended to achieve higher profitability than their male counterparts.

In higher education institutions, the study by Mthethwa, Kutame, and Buthelezi (2019) indicates that female principals are good organisers; they have consistently demonstrated the ability to plan and to delegate power to their subordinates effectively. Their colleges have been categorised as functional. They have good conflict management skills, are humble and are good team builders. 
A similar view is given by Shava, Tlou, and Mpofu (2019), who indicate that female heads of public secondary schools (in Zimbabwe) have multiple leadership styles and skills compared to men. They were found to be good at prioritising, tended to meet deadlines and deliver on promises. They also tended to empathise well with others; they were found to be socially sensitive and good listeners, enhanced teamwork, encouraged innovation through collaborative improvement with colleagues, and encouraged personal development (Ngonyani, 2017; Shava et al., 2019). Women heads of schools are also said to be competent in managing school finances and in motivating staff and students (Lekeni, 2021).
Despite the available evidence of women’s exemplary leadership performance, the literature suggests they are still marginalised in most leadership positions. The world has been facing the challenge of fewer female leaders across institutions. In the USA, Warner and Corley (2017) found that women make up nearly half (47%) of the workforce. However, men hold the vast majority of leadership positions in the corporate and political arenas.  For instance, the majority of mayors of the largest 100 cities were men. In the 114th U.S. Congress, women occupied only 20 seats in the Senate and 84 seats in the House of Representatives. Studies suggest that discrimination, a lack of effective networks, stereotypes, and culture are among the barriers that limit women's access to leadership positions (Centre for American Women and Politics, 2016a; 2016b). In some areas, women have been found unwilling to take headship positions (Alan, Ertac, Kubilay, & Loranth, 2019; Ertac & Gurdal, 2019). It is felt that they are risk-averse, uncompetitive, and have negative attitudes toward decision-making responsibilities. For these reasons, most qualified women (in Kosovo) were found to hesitate to apply for leadership positions when advertised; they opted to remain class teachers (Harris & Trnavčevič, 2020). 
Tanzania has been experiencing a similar situation: fewer female heads of school. Factors such as personal, societal, organisational, and informal factors are associated with the few women leaders (Ndimbo, 2018). Personal factors include refusal of leadership roles, low confidence, lack of qualifications, and family issues. Societal factors include a negative attitude by society and traditional beliefs (witchcraft and superstitions). Organisational factors are weak policy and bias in appointments; informal factors include corruption, nepotism and political affiliations. Other factors include jealousy and conflicts from husbands, adverse reactions from the community, poor traditional beliefs, multiple roles, and a shortage of funds. 
This study noted that patriarchal structures enhance societal perceptions of females as ineffective leaders. Consequently, they lack self-confidence and develop self-rejection. Their role as wives and mothers is also among the major challenges that affect their aspirations for leadership positions (Omboko & Oyoo, 2020). Having fewer females in leadership positions was a push factor, which encouraged the current researcher to undertake this study.

1.3 
Statement of the Problem

Global studies posit that, in any modern and civilised democratic institution, women must have equal access and participation in all modes of life, including occupying various leadership positions. This is because they are equally effective as men and/or good performers as their counterparts when given chances to exercise their abilities (EU, 2017; Gobaw, 2017; Lekeni, 2021; Mori & Towo, 2017; Mthethwa et. al., 2019; Ngonyani, 2017; Shava et. al., 2019).  
Despite being good performers and organisers, as the literature above shows, women remain marginally represented in policy and decision-making processes. Studies that have delved into females’ access to leadership positions in education are few. For example, a study conducted by Mbalilaki and Onyango (2022) in Sumbawanga district, Rukwa region, Tanzania, found that female heads of school constituted only 11.8% of the public secondary schools, compared to their counterparts, who constituted 88.2%. 
Mwanache (2019) conducted a similar study in Mtwara district and revealed that female head teachers in public primary schools comprised only 16.4%, whereas their counterparts (males) comprised 83.6%. The Missenyi district has a total of 104 public primary schools, of which only 26 (25%) are headed by female teachers, while 78 (75%) are supervised by male teachers (Missenyi District Primary Education Office, 2024). It is, therefore, on this basis that this study assessed barriers hindering female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera region, Tanzania. 
1.4 
Research Objectives

1.4.1 
General Objective

This study assessed female teachers’ access to headship positions in public primary schools in Kagera region, Tanzania.
1.4.2 
Specific Objectives

Specifically, this study:

(i) Assessed the criteria for appointing teachers for headship positions in public primary schools in Missenyi district.
(ii) Investigated the barriers to female teachers’ access to headship positions in public primary schools in Missenyi district.
(iii) Examined strategies employed by female teachers to penetrate to headship positions in Missenyi district.

1.5 
Research Questions

To address the stated research objectives, the following main research question was formulated: What are the likely barriers to female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera region, Tanzania?

To answer the main research question, the following specific research questions were used:
(i) How do teachers get appointed to headship positions in public primary schools in Missenyi district?

(ii) What are the barriers to female teachers’ access to headship positions in public primary schools in Missenyi district?
(iii) How do female teachers penetrate headship positions in Missenyi district?

1.6 
Scope of the Study

The study was carried out within the geographical boundaries of Missenyi district in two Divisions, where 20 public primary schools were visited. Out of these schools, ten are from Kiziba Division and the other ten are from Missenyi Division.

1.7 
Significance of the Study

This is one of the few studies that delved into female teachers’ access to headship positions in Tanzania. Hence, it is expected to add value to the existing body of knowledge. Also, it is expected that the findings of this study will sensitise the government of Tanzania and other education stakeholders to ensure thorough follow-up on the implementation of policies to address gender balance countrywide. Lastly, this study will enable the regional and district authorities in Tanzania to identify strategies that encourage more female teachers to take up education leadership positions. These could be supervision-based training through seminars, workshops and refresher courses.
1.8 
Limitations of the Study

The researcher faced several limitations in gathering information. These were as follows:

The study used semi-structured interviews to collect data from female school heads. One barrier was the use of English, as most participants were not comfortable with it and could not access sufficient information. The researcher mitigated this challenge by conducting interviews in Kiswahili, which helped gather relevant information for this study. 
The sample of female heads of school, despite being small, showed that most of them feared providing the required information. The researcher overcame this limitation by ensuring that their information was intended solely for academic purposes and that they were not required to mention their names or schools. This made the participants more comfortable in giving information.
This study employed questionnaires to collect quantitative data from female teachers. Some female teachers were too bureaucratic, reluctant, and failed to submit their responses on time. The researcher addressed this limitation by reminding them from time to time through mobile phone calls and, at times, by visiting their respective schools to collect the same.
1.9 
Organisation of the Dissertation

This dissertation consists of five chapters. Chapter one provides a general introduction to the study, including the background of the study, the statement of the problem, and the objectives of the study. Others are the significance and scope of the study. Chapter two contains a review of the related literature relevant to the study variables, provides theoretical and conceptual frameworks, and finally analyses the research gaps that motivated the undertaking of this study. Chapter three is about research methodology, where the research philosophy, approach, and design are discussed. Furthermore, the chapter discusses the targeted population, the study area, the sample size, sampling techniques, and the data collection methods. Others include data analysis procedures, the validity and reliability of research instruments, and ethical considerations. Chapter four deals with findings and discussions, while chapter five deals with the summary of the findings, implications, conclusions, and recommendations.

CHAPTER TWO

LITERATURE REVIEW

2.1 
Chapter Overview

This chapter reviews the literature on studies investigating female teachers’ access to headship positions in public primary schools. The reviewed literature has been organised into the following sections: theoretical literature review, empirical literature review, research gap, and, lastly, the conceptual framework.
2.2 
Theoretical Literature Review 

The Social Justice Theory guided this study. According to Sabbagh and Schmitt (2016), this theory was propounded by Luigi Taparelli d'Azeglio, an Italian Catholic scholar, in 1840-1843, but later modified by John Rawls in 1971. This theory is built on the notion of a fair and equitable distribution of power, resources, and obligations in any society to all people, regardless of race or ethnicity, age, gender, ability status, sexual orientation, or religious or spiritual background. The founder of this theory built it on five fundamental principles: inclusion values, collaboration, cooperation, equal access, and equal opportunity (Hart, 2019). Rao (2022) associates this theory with three principles. 
One of the principles is ‘treating human beings’ equally and without any discrimination on grounds of class, caste, race or gender, but judged based on their work and actions. The second one is ‘proportionate justice’, where people are rewarded in proportion to the scale and quality of their efforts. The third principle obliges the society to take into account ‘people’s special needs’ while distributing rewards, duties, or services between or among groups and individuals within a society (equity).
This theory was appropriate to this study because women in educational settings are marginalised in various administrative roles. Studies indicate that higher officials, when selecting school leaders, perceive women as unstable workers, irresponsible, morally wrong, and unable to lead others (Davis, Gooden, & Bowers, 2017; Mwalyagile, 2020). Consequently, they become marginalised. Thus, in this study, this theory served as a yardstick to gauge whether headship positions in educational institutions are equitably accessible to male and female teachers.  
2.3 
Review of Empirical Literature

2.3.1 
Criteria for Appointing Teachers for Headship Positions

Harris and Trnavčevič (2020) conducted a qualitative study in Kosovo on the “women in education management positions in primary schools.” The study employed a case study design. Semi-structured interviews were used to collect data from female teachers and government officials. The study established that, for any teacher to be selected for a headship position in a school, he or she must possess a leadership certificate and apply for the post. Before the appointment, there would be prior approval from the appointing committee, composed of members of the ruling political party. Harris’ and Trnavčevič’s study provided the criteria for selecting teachers for headship positions in Kosovo; the current study delved into public primary schools in the Missenyi district, Tanzania. Harris’ and Trnavčevič’s study employed a qualitative approach, which could arguably introduce bias. The current study filled in gaps by employing a mixed-methods research approach, which arguably reduced bias.

In Ethiopia, Demie, Engidasew, Basha, and Hundessa (2021) assessed the “school leadership development process and its implementations in public secondary schools.” The study employed a quantitative research method and a descriptive survey research design, with both probability and non-probability sampling techniques used to select participants. Its informants comprised teachers and school leaders. It employed questionnaires and documentary reviews as methods for data collection. The findings established that most school leaders were selected based on personal relationships, political loyalty, and favouritism from the education office. 
The study provided insights into the selection criteria for teachers’ headship positions in public secondary schools in Ethiopia, using a quantitative approach. The current study was conducted in public primary schools in the Missenyi district, Tanzania, using a mixed-methods research approach. In Ghana, Dampson (2019) investigated the “selection and appointment of basic school head teachers.” The study employed an exploratory sequential mixed-methods design. The methods for data collection were semi-structured interviews and structured questionnaires. Its respondents were the head teachers and directors of education. 
The study revealed that school head teachers were mainly selected and appointed based on long service and experience, academic qualifications, religious affiliation, and good leadership; interpersonal skills were considered an advantage for appointment to the post. The study dealt only with the criteria for selection and appointment of head teachers, but it did not deal with barriers hindering female teachers’ access to headship positions and the strategies used by the same to penetrate those positions, which were the concern of this study.

In Tanzania, Ndimbo (2018) conducted a study in Ikungi district, Singida, on the “influence of the criteria for appointment of women in leadership positions in primary schools.” The study used a mixed-methods research approach. Questionnaires and interviews were the methods for data collection. The findings indicated that education levels, serving at the deputy level, hard work and commitment, three years of experience, competence, and a clean employment record were the criteria for the appointment of primary school head teachers. The study assessed the influence of the criteria for the appointment of women to leadership positions in primary schools; however, it did not delve into the barriers hindering female teachers’ access to headship positions in public primary schools, which were the concern of this study.
2.3.2 
Barriers to Female Teachers’ Access to Headship Positions 

In Bhutan, Dawa and Ugyen (2022) investigated the “major factors affecting women’s participation in leadership in public and private secondary schools.” This study was qualitative; it employed semi-structured interviews in collecting its data. The study revealed that gender bias, fewer female role models or mentors, ineffective implementation of the gender balance policies, and poor or no incentives were the factors affecting women in taking up leadership positions. 
Others were family responsibilities and a lack of confidence. Dawa and Ugyen’s study employed a single qualitative approach, which the researcher believes would have been affected by bias and error. That being the case, this study employed a different approach from Dawa and Ugyen’s study, namely a mixed-methods research approach, to investigate the barriers hindering female teachers’ access to headship positions in public primary schools in Missenyi district, Tanzania.

Mankayi and Cheteni (2021) conducted a study in South Africa on the “experiences of female deans in the universities.” The study used a qualitative approach and a phenomenological research design, with structured interviews for data collection. Several issues were found to impede women's success in the deanship. For instance, men were preferred for deanship over women. Also, the participants noted that most females failed to balance family roles and work responsibilities, faced negative perceptions in the community about their leadership capabilities (weak), and lacked support in the form of financial resources, mentors, and networks among females. 
Mankayi and Cheteni’s study was conducted in South Africa and employed a qualitative approach, focusing on universities. With this approach, the current researcher believed that the study lacked some information. Thus, this study employed a mixed-methods research approach to address the limitations of using a single data-collection method.
In Ghana, Kusi (2019) investigated the “factors responsible for under-representation of women in senior high school headship.” The study employed a qualitative method approach and a case study design. The semi-structured interview was used to collect data. The study found that, one of the reasons for women under-representation in headship positions was that, women were reluctant to accept responsibilities that would have prepared them for headship positions. Other causes were discriminatory recruitment and hiring leadership practices, and failure of female teachers to have leadership career development plans. As said earlier, there was a possibility that, this qualitative study was affected by biasness.  In contrast, the current study employed a different approach–mixed methods research approach–to investigate the barriers hindering female teachers’ access to headship positions in public primary schools in Missenyi district, Tanzania so as to avoid biasness.
In Tanzania, Mbalilaki and Onyango (2022) conducted a study in Sumbawanga municipality, Rukwa. They investigated the “factors contributing to underrepresentation of female teachers in leadership positions in public secondary schools.” The study was guided by the feminist theory. It employed a mixed methods research approach and convergent parallel research design. The data for the study were collected through questionnaires and interviews. The study found that, negative attitudes, lack of transparency about the process of promotion, lack of inspiration, lack of confidence and cultural beliefs were the barriers to female teachers’ access to school leadership positions. Mbalilaki and Onyango’s study shed light to the current study but the gap is that it was conducted in public secondary schools in Sumbawanga municipality. The current study was conducted in public primary schools in Missenyi district, Kagera with a descriptive exploratory research design.
2.3.3 
Strategies Used by Female Teachers to Penetrate to Headship Positions

Lu (2020) conducted a study on the “barriers, facilitators, and solutions for women in educational leadership roles in the Chinese Universities.” The study adopted a qualitative research approach and a descriptive case study design where data were collected through semi-structured interviews. The study found that, female lecturers encouraged and motivated prospective women leaders, and raised voices to fight for their rights; provided leadership trainings and nurtured the consciousness to female students and other female lecturers who longed for leadership positions. They also established education on parents to educate their children at home to have equity and respect across genders. Lu’s study (a descriptive case study design) investigated the strategies employed by women to penetrate to leadership positions in the Chinese Universities but the current one (a descriptive survey research design) investigated the strategies employed by female teachers in penetrating to headship positions in public primary schools in Missenyi district, Tanzania. 
In Omani, Al-Ruhaili, Johdi-Bin-Salleh, and Burhan-Bin-Ibrahim (2020) explored the “challenges that face women in becoming secondary school principals.” It used a quantitative research approach where online questionnaires were used for data collection. It was found that, women overcame gender related challenges by taking up education and by working hard to be as good as men. This quantitative study gave insights to the current study. However, this study was conducted in secondary schools in Omani. In contrast, the current study employed a mixed methods research approach to study the barriers hindering female teachers’ access to headship positions in public primary schools in Missenyi district, Tanzania.
Yan (2020) conducted a qualitative study in Mongolia on the “barriers and coping strategies of female teachers’ leadership development in primary and secondary schools.” The study adopted the interview method for data collection. The findings revealed that, female teachers at school level were practising various strategies to overcome gender related challenges. They fought for more development and promotion platforms, conducted training and lectures concerning educational leadership to inspire female teachers, and sensitised themselves for educational career plans. This qualitative study from Mongolia, was of great help to the current study even though it could have been biased and with errors. The current study filled in this gap by employing a mixed methods research approach where qualitative and quantitative approaches complemented each other.
2.4 
Research Gap

Empirical literatures have been reviewed on three aspects: the criteria for appointing teachers for headship positions, the barriers female teachers encounter in accessing headship positions and lastly, the strategies employed by the same in penetrating to headship positions. However, it should be noted that most of the reviewed literatures used a single approach, either qualitative or quantitative. 
In employing a single approach, the study may lack some of the important and in-depth information unlike when it uses a mixed methods research approach because the same builds the knowledge and strengths of the data collected where both methods (qualitative and quantitative methods) complement each other. Again, some of reviewed studies were  conducted in the universities, for example, in South Africa and China and some were conducted in secondary schools, for instance, in Omani, Bhuntan, Ethiopia, Ghana and Tanzania to mention but a few. 
Moreover, those studies which were conducted in Tanzania, for example that of Mbalilaki and Onyango (2022), was conducted in public secondary schools in Sumbawanga municipality, Rukwa. It was guided by the feminist theory and convergent parallel research design. In comparison, the current study was guided by the Social Justice Theory and a descriptive exploratory research design and filled in both geographical and knowledge gaps in primary schools in Missenyi district, Kagera region, Tanzania.

2.5 
Conceptual Framework
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The conceptual framework of the study was guided by independent and dependent variables as shown below.
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Figure 2.1: Conceptual Framework Diagram

Source: The Researcher (2025)
Figure 2.1 above illustrates female teachers’ access to headship positions in public primary schools. The independent variables (IVs) are the appointing criteria, barriers and employed strategies for penetration. The dependent variable (DV) is access for female teachers to headship positions in public primary schools. The researcher believes that, there is a relationship between the independent and dependent variables. The assumption is that, in order for any teacher to be appointed as a head of public primary school, some specific requirements would likely be needed. These requirements could either be: education level, serving as deputies, hardworking and commitment, working experience, competence or clean employment records and others. However, female teachers have been assumed to encounter various barriers in being appointed as heads of public primary schools. These barriers include: negative attitudes from the society, lack of transparency during recruitment and appointing, lack of inspiration, lack of confidence and many others. All these barriers hinder female teachers from being appointed for headship positions despite possessing leadership qualifications. Moreover, various steps need to be taken to make female teachers penetrate to headship positions. Female teachers are expected to encourage and motivate prospective women leaders, fight for their own rights, provide leadership trainings to themselves or initiate inter-school visits and school debates among students and many others which help them to become confident. Based on the relationship of the variables above, it was assumed that, if the appointing criteria were properly followed, barriers minimised and strategies thoroughly used, female teachers would be in a good position to access headship positions in public primary schools like male teachers. 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Chapter Overview

This chapter describes how the study was conducted. It presents the research paradigm, research approach, research design and area of the study. Other aspects it raises are the targeted population, sample size and sampling techniques, data collection instruments, trustworthiness and credibility of the research instruments. Furthermore, data analysis, logistical and ethical considerations are also highlighted.

3.2 
Research Paradigm

This study employed the Pragmatic research paradigm, also known as the critical multiplism paradigm. This paradigm balances both positivist and interpretivist philosophies (Turyahikayo, 2021). It usually employs mixed-methods research approaches in a study (Habib, 2020).  This is because there is no perfect method that can achieve 100% accuracy in research, as all methods have several weaknesses and shortcomings (McGlinchey, 2022).  It is on this basis that this study used the strengths of both positivist and interpretivist paradigms to avoid the limitations and shortcomings that could arise if only one were used. It was expected that the chosen paradigm would enable the current researcher to select either quantitative or qualitative methods when conducting research, thereby allowing the same researcher to examine a problem from multiple perspectives. This reduced the inherent bias of using only one particular method (Canadian Institutes of Health Research, 2019). However, the post-positivist research paradigm is said to have some limitations. One of its limitations is that it considers all interpretations of research findings to be relevant and costly (Reed, 2018). Despite that, the current research believed that the chosen research paradigm was more relevant as it enabled the researcher to use both qualitative and quantitative research methods.
3.3 
Research Approach

The study employed a mixed-methods research approach, which was relevant to the chosen pragmatic research paradigm for data collection, analysis, and interpretation. The researcher employed this research approach because it was flexible in correcting errors and avoiding bias. With this approach, the weaknesses of one method were outweighed by the strengths of another; respondents were asked to describe their everyday experiences (Hafsa, 2019) related to female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera region, Tanzania.
3.4
Research Design 

The study adopted a descriptive exploratory research design. A descriptive-exploratory research design seeks causes and reasons and provides evidence to support or refute an explanation or prediction (Sakyi, Musona, & Mweshi, 2020). This research design was relevant to the current study because it enabled the researcher to investigate and relate one or more variables, and explore individual experiences, attitudes, perceptions on the barriers hindering female teachers’ access to headship positions in public primary schools in Missenyi district. The collected data were later summarised statistically. 

3.5 
Area of the Study

This study was carried out in Missenyi district. According to the United Republic of Tanzania (2022), Missenyi is one of the eight districts in the Kagera Region. The district is bordered to the North by Uganda, to the East by Bukoba Rural district, to the South by Karagwe district and to the West by Kyerwa district. Its geographical coordinates are 2° 43' 37" South, 31° 19' 41" East, and its area is 2,709 square kilometres with a population of 202,632. Administratively, Missenyi district is divided into two divisions, namely Missenyi and Kiziba, with a total of twenty wards. The district has 103 primary schools (96 public and 7 private). 
The researcher selected Missenyi district because it is among the districts with a large number of public primary schools, yet has only 26 female head teachers out of 96 (Missenyi District Primary Education Office, 2025). On the other hand, it had limited studies on female teachers’ access to headship positions in public primary schools. This situation necessitated and interested the researcher to conduct this study.
3.6 
Targeted Population of the Study

The targeted population for this study included the District Primary Education Officer (DPEO), all female head teachers (FHTs) and all female teachers in all public primary schools in Missenyi district. At the time of the study, the district had a total 303 female teachers (District Primary Education Office, 2025). The DPEO, who was a member of the appointing authority, was in a position to provide information on the criteria for appointing teachers to headship positions in public primary schools. FHTs who were vested with supervision obligations were involved in the study to furnish the researcher with in-depth information regarding the barriers female teachers were encountering in accessing headship positions.  They also shared the strategies female teachers at the school level use to gain access to leadership positions. Female teachers who were expected to be appointed as leaders in schools provided information on the criteria for appointing teachers to headship positions, the challenges female teachers encounter in accessing headship positions in public primary schools, and the strategies they employ at the school level to secure leadership positions.
3.7 
Sample Size and Sampling Techniques 

3.7.1 
Sample Size

A sample of 95 participants participated in the study.  It included 1 DPEO, 20 FTHs and 74 female teachers (FTs). The selection of 74 female teachers was determined by the Taro Yamane sample size formula of 1967: 

                       N

n =          ____________

                     1+N (e)2
where n=corrected sample size, N=total population of the area of the study, 1=constant and e=margin of error or error limit or level of precision (MoE)=0.05, which is (5%). In this study, N was 277 FTs. This was because 26 FHTs were excluded since they were purposively selected; in this study, the accuracy was 0.1 (10%), in the sense that it was expected that 90% of the questionnaires would be collected back. 
Therefore, the sample size was to be:

                   277

n=         ______________

              1+277 * (0.1)2
               277

 n=    ________

              3.77
n=         73.5

If this was expected, it yielded only 74 female teachers. Table 3.1 below summarises the total sample size involved in this study.
Table 3.1: Distribution of Respondents (n=95)
	Respondents’ Category
	Sample Size
	Percentage (%)
	Sampling Technique

	DPEO
	01
	1.0
	Purposive Sampling

	FHTs
	20
	21.1
	Purposive Sampling

	FTs
	74
	77.9
	Simple Random Sampling

	Total 
	95
	100.0
	


Source: The Researcher (2025)
3.7.2 
Sampling Techniques

Purposive and simple random sampling techniques were used to determine the study sample size.
3.7.2.1 Purposive Sampling Technique

This technique was used to select the DPEO, FHTs and 20 public primary schools.  The criterion used to select the schools was that they be supervised by female head teachers (FHTs) in nearby wards. The DPEO was involved in the study because he was a member of the appointing authority. In that regard, he was expected to provide information on the criteria for appointing teachers to headship positions and the barriers hindering female teachers from obtaining the same positions as men. FHTs who were vested with supervision obligations were selected and involved in the study to share their personal experiences, feelings, thoughts, aspirations, attitudes, and perceptions regarding the reality of the criteria for the appointment process with the researcher. They also cited some barriers female teachers faced in accessing headship positions and the strategies employed by FTs at the school level to secure leadership positions.

3.7.2.2 Simple Random Sampling Technique

A simple random sampling technique was used to get a sample of female teachers in 20 selected public primary schools. Each selected school provided 8 female teachers (FTs). Papers with numbers and blank ones were placed in a box, and each female teacher at a particular school was allowed to pick one. Those who picked papers with numbers were engaged in the study. This technique was helpful because it gave all female teachers an equal chance to be included in the study (Bhardwaj, 2022).
3.8 
Data Collection Instruments

To obtain adequate and reliable data for the study, the researcher employed two research instruments for data collection. These were the questionnaires and semi-structured interview guides.
3.8.1 
Questionnaires 

This instrument was used to collect quantitative data from FTs. A list of well-structured and closed-ended questions prepared by the researcher was distributed to the respondents. The respondents were asked to select alternative responses from a 5-Likert Rating Scale covering all aspects of the study. For all sub-parts and sub-sections, the respondents were asked to tick (√) the response corresponding to their choice. This instrument was employed because it reduced bias and enabled the researchers to collect information from a large group of people in a very short time (Etikan & Bala, 2017). 

3.8.2 
Semi-Structured Interview Guides

Semi-structured interview guides were used to gather qualitative data from the DPEO and the FHTs. Interviewees’ opinions were captured by using notebooks and sound recorders during the discussions, and the session lasted for 45 minutes. This instrument was chosen because it enabled the researcher to gather more information (Ruslin, Rasak, Alhabsyi, & Syam, 2022) that would not have been collected through questionnaires, which made the participants feel freer. Kiswahili language was used because it is a language commonly used by Tanzanians. 

3.9 
Trustworthiness and Credibility of Research Instruments

3.9.1 
Trustworthiness of the Research Instruments

Trustworthiness in this study referred to the validity of the data collection instruments. Validity is the ability of the data collection instruments to measure what they were intended to measure (Taherdoost, 2016). For an instrument to be considered valid, the content selected and included must be relevant to the need or gap established (Daud, Khidzir, Ismail, & Abdullah, 2018). Trustworthiness of the quantitative collection instruments in this study was established through content validity, with expert reviews and recommendations used to assess the content's construct (Daud et al., 2018). 
In this case, the research instruments were reviewed for trustworthiness by various independent groups, including the supervisor, the researcher’s fellow students, and the pilot. Their ascertained opinions and ideas for the modifications solicited the correct information or covered the whole context to be asked or possessed the appropriate format used to obtain the information, or covered the relevant scope to the objectives of the intended study. All the experts' suggestions and data from the pilot study were incorporated to improve them before they were administered in a real situation. 

For this reason, a pilot study of 24 participants (3 FHTs and 21 FTs) was conducted from 3 public primary schools. These schools were Kilimilile, Kagera and Igayaza, all in Missenyi district. Again, the District Secondary Education Officer (DSEO) was included in the pilot study. These pilot respondents were not to be included in the study's sample. Data collected from the pilot study were examined and assessed against the items in the questionnaires to determine their relevance, and were subsequently modified and improved. The collected data were analysed, and the resulting information was used to refine the instruments as appropriate and to improve their validity. Qualitative data were also examined for dependability and conformability before data collection (Denzin & Lincoln, 2018).

3.9.2 
Credibility of Research Instruments

Credibility, the reliability of the research instruments, is the ability of the instruments to yield accurate and consistent results when administered at different times by independent researchers (Creswell & Creswell, 2018). To obtain the instrument’s reliability value for quantitative data, content validity and pilot studies were conducted. After expert feedback on the content validity of the instruments, a pilot test was conducted to assess their reliability.  The participants in the pilot study were required to answer the questionnaires and were allowed to give any pertinent comments or feedback, marking spelling errors, grammatical clarity, vague sentences, and any related suggestions to improve and enhance the quality of the instruments. 
A pilot study enabled the researcher to test the trustworthiness of the instruments for data collection by determining the reliability value (Cronbach's Alpha value). The Cronbach’s Alpha calculation was performed using SPSS version 28.0. According to Schrepp (2020), the scale with Cronbach’s Alpha between .40 and .70 is considered moderate and acceptable if it contains four to ten items, while the scale with Cronbach’s Alpha 0.70 and above is considered acceptable if it contains more than ten items.
This study had three independent variables. The first variable had 5 items, the second had 7, and the last had 6. They were all tested for internal consistency using Cronbach’s Alpha before administration to participants. The results were as indicated in Table 3.2 below:
Table 3.2: Individual Item Reliability Scale Results

	S/N
	Variable
	Cronbach's Alpha
	Cronbach's Alpha Based on Standardised Items
	No. of Items
	Strengths of Association

	1.
	CTA
	.70
	.69
	5
	Good and acceptable

	2.
	BFT
	.76
	.76
	7
	Good and acceptable

	3.
	SPHP
	.71
	.71
	6
	Good and acceptable


CTA=Criterion for Teachers’ Appointment, BFT=Barriers to Female Teachers, SPHT=Strategies for Penetration to Headship Position
Source: Data Analysis (2025)
Table 3.2 presents the results of the scale test assessing the reliability of the multi–item scales using Cronbach’s Alpha. The Cronbach’s Alpha for the criterion of teachers’ appointment to the headship position was 0.70, indicating good and acceptable reliability. The barriers to female teachers’ access to headship positions were found to be good and acceptable (0.76). At the same time, the strategies for penetration into headship positions were also found to be good and acceptable (0.71).

Credibility of qualitative data from semi-structured interviews was ensured through triangulation using dependability and conformability approaches. In this study, the researcher used multiple instruments for data collection. He also decided to collect data through interviews for both DPEO and FHTs to get a real picture of female teachers’ access to headship positions in Missenyi district.

3.10 
Data Analysis
Quantitative data in this study were coded and analysed using mean scores (M) and standard deviations (SD) with the Statistical Package for the Social Sciences (SPSS) version 28.0. Frequency tables for the results were presented. The mean scores were preferred because they take into account an individual’s observations or responses, while standard deviations indicate how far each individual’s responses vary or deviate from the means. 
Qualitative data from semi-structured interviews were thematically analysed and presented in excerpts, direct quotes, and narrations (Daniel, 2016). Since the interview sessions were conducted in Kiswahili, participants’ responses were translated, analysed, and presented in English.
3.11 
Logistical and Ethical Considerations

Before collecting data, clearance and permission letters were sought from the Directorate of Post-Graduate Studies (DPGS) of the Open University of Tanzania, the Kagera Regional Administrative Secretary (RAS), and the Missenyi District Administrative Secretary (DAS). Thereafter, the researcher visited schools and explained the purpose of the study. Confidentiality and anonymity, openness and honesty were ensured by not allowing the respondents to disclose their identities or school names or at liberty to quit from the interview session if he/she felt unwilling to disclose any information about the collection of data of this study. 

CHAPTER FOUR

FINDINGS AND DISCUSSION
4.1 
Chapter Overview

This chapter presents and discusses the findings from a study investigating female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera, Tanzania. The findings are organised into the following sub-sections: criteria for appointing teachers to headship positions, barriers to accessing headship positions, and strategies used by female teachers to gain access to headship positions.
4.2 
Criteria for Appointing Teachers for Headship Positions
The first specific objective of the study was to assess the criteria for appointing teachers to headship positions. Data analysis was conducted using descriptive statistics, including mean scores and standard deviations. The findings regarding the computation of descriptive statistics on teachers’ perceptions of the criteria for appointing teachers to headship positions are presented in Table 4.1. 

Table 4.1: Teachers’ Perceptions about the Criteria for Appointing Teachers for Headship Positions (n=74)

	Activities
	Responses
	Interpretation 

	
	M
	SD
	

	Based on favouritism from the education office
	4.18
	1.11
	Agree 

	Based on the academic qualifications
	4.04
	1.52
	Agree 

	Based on intimacy (personal relationship or romantic relationship with someone)
	3.90
	1.12
	Agree  

	Based on possessing leadership skills
	2.31
	.73
	Disagree  

	Applications for leadership posts are made
	2.21
	.63
	Disagree 


Source: Field Data (2025)
The findings in Table 4.1 show that most female teachers perceived that appointments to headship positions were based on favouritism (M=4.18, SD=1.11). The findings from interviews with FHTs indicated a similar understanding. Most of the FHTs considered that headship positions were acquired through favouritism from the education office. 
For instance, one of the FHTs noted:

Headship positions in public primary schools in this district are acquired by favouritism and personal relationships with the appointing officers or political officials. (FHT-A, 07 August 2023, 8.00 A.M)

Furthermore, other criteria for appointing teachers to headship positions were academic qualifications (M=4.04, SD=1.52) and intimacy (M=3.90, SD=1.12). However, an interview with the DPEO indicated contradicting views.  Regarding this, the DPEO commented:

We appoint heads of school regardless of their sexes; we appoint them based on their academic qualifications and their clean working records. It is not by favouritism or personal relationships with the District Education Office. (DPEO, 09 August 2023, 02:30 P.M)
The findings from quantitative data show that FTs disagreed that appointments to teachers’ headship positions were based on possessing leadership skills (M=2.31, SD=.73) or on making applications (M=2.21, SD=.63).
In this regard, the quantitative data show that appointing teachers to headship positions was based on favouritism and intimacy. These observations are in line with those of Demie et al. (2021), who also reported that most school leaders were selected based on personal relationships and favouritism from the education office. These observations are contrary to the qualitative data, which revealed that appointments to headship positions were based on academic qualifications and a clean work record. These findings concur with those of Dampson (2019) and Ndimbo (2018), who found that the school head teachers were selected and appointed based on clean employment records and academic qualifications.
4.3 
Barriers to Female Teachers’ Access to Headship Positions
The second specific objective of the study investigated the barriers to female teachers’ access to headship positions. Data analysis was done using descriptive analysis in terms of mean scores and standard deviations. The findings regarding the computation of the descriptive statistics on the barriers to female teachers’ access to headship positions are presented in Table 4.2.
Table 4.2: Barriers to Female Teachers’ Access to Headship Positions (n=74)

	Activities
	Responses
	Interpretation 

	
	M
	SD
	

	Nepotism/favouritism
	4.24
	.92
	Strongly agree 

	Lack of support from male teachers
	4.14
	1.02
	Agree 

	Negative attitudes from the appointing authority towards female teachers
	4.03
	1.39
	Agree 

	Lack of mentoring systems
	3.73
	1.26
	Agree 

	Equipped with family responsibilities
	3.31
	1.17
	Agree 

	Lack of support from the family
	2.51
	1.08
	Disagree  

	Have low academic qualifications compared to men
	2.40
	.82
	Disagree 


Source: Field Data (2025)
The findings in Table 4.2 indicate that female teachers agreed that some barriers exist to their access to headship positions. These included nepotism/favouritism (M=4.24, SD=.92), which was also supported by interview findings. Some of the FHTs noted that, sometimes, the headship positions were being acquired through nepotism as one of the FHTs noted:

We, female teachers, encounter several barriers to accessing headship positions in primary schools. In this district, even if you have good academic qualifications and a clean working record, you cannot become the head teacher if you are not well known by the education officials at the headquarters or political leaders. (FHT-B, 07 August 2023, 8.05 A.M)

The quantitative data also indicate that female teachers reported missing support from male teachers (M=4.14, SD=1.02). A similar perception was observed from the qualitative data. Regarding this, one of the FHTs commented:

At the school, I am a supervisor. I face a major challenge: being despised by male teachers because I am a female head teacher. This situation causes a lot of interpersonal conflicts and an unhealthy situation within the school. (FHT-C, 09 August 2023, 9:00 A.M)

In this study, another barrier that was highlighted in the quantitative data was a negative attitude from the appointing authority (M=4.03, SD=1.39). This was also mentioned during interview sessions by the majority in relation to this, one of the FHTs commented:

We believe that female head teachers are not many simply because the appointing authorities discriminate against us for their own known reasons. (FHT-D, 09 August 2023, 9:10 A.M)

Other barriers revealed were a lack of mentoring systems (M=3.73, SD=1.26) and being charged with family responsibilities (M=3.31, SD=1.17). The findings from interviews also indicated that female teachers were burdened with family responsibilities as mothers and work responsibilities as leaders. 
This was evidenced in the following quotation:

We female teachers are burdened with family duties as mothers and work responsibilities as leaders. When you fail to balance these two, you find yourself in trouble at home with your husband or your employer. (FHT-E, 14 August 2023, 8:00 A.M) 
In contrast, the quantitative data from FTs indicated that, lack of support from families (M=2.51, SD=1.08) or having low academic qualifications compared to men (M=2.40, SD=.82) were among the barriers which were hindering the female teachers to access the headship positions. 
Regarding this aspect, both quantitative and qualitative data indicate that, female teachers were faced with several barriers in accessing headship positions. These included nepotism/favouritism, lack of support from male teachers and negative attitudes towards female teachers from the appointing authority. These findings concur with those of Dawa and Ugyen (2022), and Kusi (2019) who reported that, female teachers were faced with gender biasness and fewer female role models or mentors. Furthermore, they were also faced with lack of mentoring systems and burdened with family responsibilities. These observations are similar to those of Mankayi and Cheteni (2021), and Mbalilaki and Onyango (2022) who noted that, female teachers were impeded with imbalance between family roles and work responsibilities. Also, they were said to be limited by negative perceptions from the community as weak leaders and lack of mentors (Dawa & Ugyen, 2022).
4.4 
Strategies Used by Female Teachers to Penetrate to Headship Positions
The last specific objective of the study examined the strategies employed by female teachers to penetrate to headship positions. The quantitative data from female teachers’ descriptive statistics regarding the strategies employed to penetrate to headship positions are summarised in Table 4.3.
Table 4.3: Strategies Employed by Female Teachers to Penetrate to Headship Positions (n=74)

	Activities
	Responses
	Interpretation 

	
	M
	SD
	

	They raise their voices to fight against biasness in appointments at district level
	4.21
	.99
	Strongly agree 

	They fight against biasness in leadership appointments at the school level
	4.09
	1.00
	Agree 

	Go for further education to colleges
	4.03
	1.23
	Agree 

	They fight against the society’s negative attitudes towards female headships
	3.97
	1.16
	Agree 

	Attend trainings on educational leadership
	3.96
	1.19
	Agree 

	Work hard to be as good as men
	2.80
	1.12
	Disagree 


Source: Field Data (2025)
The findings in Table 4.3 indicate that, female teachers were employing several strategies to penetrate to headship positions. These strategies included: raising their voices against biasness in appointments at district level (M=4.21, SD=.99) and against biasness in leadership appointments at school level (M=4.09, SD=1.00). The data from interviews also indicate an element of female teachers’ voice against biasness in headship appointments. 
For instance, one FHT noted:

I remember when I made several leadership appointments in various sections and departments at school, some female teachers lamented that, I favoured male teachers instead of balancing between the two sexes. In fact, I rectified…. (FHT-F, 14 August, 2023, 8:10 A.M)  

Furthermore, the quantitative data indicated that, female teachers were using training and professional development to secure headship positions (M=4.03, SD=1.23), fight against the society’s negative attitudes towards female headships (M=3.97, SD=1.16) and attend trainings on educational leadership (3.96, SD=1.19). These findings were also supported by the data from interviews. 
For instance, one FHTs commented:

Female teachers have now awakened up. Most of them have nowadays improved their training and professional developments. Most of them have Bachelor and Master Degrees in various aspects. This will later help them acquire leadership positions based on the academic qualifications. (FHT-G, 15 August, 2023, 3.15 P.M)

The findings generated from the quantitative data further show that, FTs disagreed that, working hard to be as good as men (M=2.80, SD=1.12) was one of the strategies employed by women to penetrate to headship positions.
On this issue, both quantitative and qualitative data stablished that, female teachers were employing several strategies for penetration to headship positions. These strategies included raising their voices to fight against biasness in appointments at both district and school levels. Furthermore, female teachers were found to have improved their training and professional developments. 
These findings resemble those of Lu (2020) who reported that, female teachers raised voices to fight for their rights and were provided with leadership trainings. Al-Ruhaili, Johdi-Bin-Salleh, and Burhan-Bin-Ibrahim (2020), and Yan (2020) reported that, female teachers overcame gender related challenges by taking educational career plans.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 
Chapter Overview

This chapter gives the summary, conclusions and recommendations of the study based on the findings of the study that assessed female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera, Tanzania.
5.2 
Summary of the Study
The main objective of this study was to assess the female teachers’ access to headship positions in public primary schools in Kagera, Tanzania. The study consisted of three specific objectives which were to be achieved. These were to: assess the criteria for appointing teachers for headship positions, to investigate the barriers to female teachers’ access to headship positions, and the last one was to examine strategies employed by female teachers to penetrate to headship positions.
In order to achieve these specific objectives, the study used a mixed-methods research approach supported with a descriptive exploratory research design. Its sample size was 95 participants (1 DPEO, 20 FHTs and 74 FTs). Purposive and simple random sampling techniques were used for sample selection. Descriptive statistics and content analysis were used to analyse data. Quantitative data were computed with the aid of the SPSS software whereas content analysis was used for qualitative data.

5.2.1 
Major Key Findings of the Study

5.2.1.1 Criteria for Appointing Teachers for Headship Positions
The findings from quantitative data have shown that, the appointment of teachers on the headship positions were based on favouritism from the education office, on the academic qualifications and on intimacy. However, the findings from qualitative data indicated that, teachers’ appointment on headship positions were based on the academic qualifications and their clean working records.
5.2.1.2 Barriers to Female Teachers’ Access to Headship Positions
The results from both quantitative and qualitative data indicated that, female teachers were faced with nepotism/favouritism and a lack of support from male teachers. Others were negative attitudes towards female teachers from the appointing authority, lack of mentoring systems and being burdened with family responsibilities. 
5.2.1.3 Strategies Used by Female Teachers to Penetrate Headship Positions
Both quantitative and qualitative findings established that, female teachers raise their voices to fight against biasness on appointments at both district and school levels. Furthermore, they improved their training and professional developments, and attended trainings on educational leadership.

5.3 
Conclusions

This section gives conclusions of the study. Based on the findings and discussion, this study concludes that: 

(i) Favouritism from the education office, academic qualifications, intimacy and working records are the criteria used for teachers’ appointment to headship positions. 

(ii) Nepotism/favouritism, lack of support from male teachers and negative attitudes towards female teachers from the appointing authority are the barriers to female teachers’ access to headship positions. 

(iii) Raising of the voices against biasness in the appointments and against the society’s negative attitudes towards female headships, and attendance to training and professional developments are the strategies employed by female teachers to penetrate to headship positions.
5.4 
Recommendations

This section gives recommendations of this study. The recommendations in this section are grouped into policy, practice and recommendations for further studies.

5.4.1 
Recommendations for Policy

Marginalisation of females in leadership positions including headship positions in public primary schools is still a challenge in Tanzania. It is clear in this study, that the criteria for appointing teachers for headship positions are based on several factors, including favouritism from education office and intimacy. Thus, the government is advised to emphasize effective implementation of her policy of Women and Gender Development of 2000 through her National Strategy for Gender Development (NSGD), which embraces gender equality and equity in economic, education, training and employment at all levels.
5.4.2 
Recommendations for Practice

It is recommended here that:

(i) The Regional Administration and Local Government authorities should improve female teachers’ access to headship positions. They should do away with nepotism/favouritism as a criterion for selecting head teachers. 

(ii) The Regional Administration and Local Government authorities should put in place mentoring systems to improve women’s leadership ability. 

(iii) At the school level, heads of schools should make sure that there is an equitable number of female teachers heading various departments. It is assumed that such efforts will help female teachers gain confidence as future leaders.

(iv) Female teachers should form relevant clubs at the school level with the intention of educating and fighting against all kinds of discrimination between men and women.  
5.4.3 
Recommendations for Further Researches

(i) The study about female teachers’ access to headship positions was conducted in public primary schools in Missenyi district, one of the eight districts in Kagera region. It is suggested that such a study be conducted in the remaining districts to gain a deeper understanding of the phenomenon.  

(ii) It is also recommended that another study of this kind be conducted in private primary schools within this area for comparison purposes.

(iii) The current study employed a mixed-methods approach; hence, there were insufficient opinions from the participants.  As a result, a future study can employ a qualitative approach to capture detailed participants’ opinions on the phenomenon. 

(iv) Also, a quantitative study can be conducted to capture a larger sample and a broader area of investigation. 

(v) A similar study can also be conducted in public secondary schools.
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APPENDICES

Appendix 1: Questionnaire Schedule for Female Teachers

Introduction

Dear teacher,

This questionnaire intends to collect data that will help to empirically assess female teachers’ access to headship positions in public primary schools in Missenyi district, Kagera, Tanzania. In this questionnaire, you are required to choose an item/statement from the items/statements in the table below and put a tick [√] as indicated. Each item/statement deserves a single choice wherever applicable and according to your experience.

1. Questions

2.1 Research Question No. 1. How do teachers get appointed to headship positions in public primary schools in Missenyi district?

KEY: Strongly Agree=5; Agree=4; Neutral=3; Disagree=2; Strongly Disagree=1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	Leadership posts are advertised
	
	
	
	
	

	2.
	Applications for leadership posts are made 
	
	
	
	
	

	3.
	One of the qualities is the possession of a certificate in leadership
	
	
	
	
	

	4.
	A teacher is simply appointed by the appointing authority
	
	
	
	
	

	
	a) a) based on the academic qualifications
	
	
	
	
	

	
	b) b) based on the long service and experience
	
	
	
	
	

	
	c) c) based on possessing leadership skills
	
	
	
	
	

	
	d) d) based on the ruling political party affiliation/interference
	
	
	
	
	

	
	e) e) based on favoritism  from the education office
	
	
	
	
	

	
	f) f) based on clean employment records
	
	
	
	
	

	
	g) g) based on his/her competence
	
	
	
	
	

	
	h) h) based on intimacy (personal relationship or romantic relationship with someone) 
	
	
	
	
	


2.2 Research Question No. 2. What are the barriers to female teachers’ access to headship positions in public primary schools in Missenyi district?

KEY: Strongly Agree=5; Agree=4; Neutral=3; Disagree=2; Strongly Disagree=1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	Negative attitudes of the appointing authority towards female teachers
	
	
	
	
	

	2.
	Ineffective implementation of the policies addressing gender balance
	
	
	
	
	

	3.
	Equipped with family responsibilities
	
	
	
	
	

	4.
	Men/ patriarchy ideology are preferred to females/
	
	
	
	
	

	5.
	Lack of mentoring systems 
	
	
	
	
	

	6.
	Lack of transparency on the promotion process
	
	
	
	
	

	7.
	Sexual harassments from the appointing authority
	
	
	
	
	

	8.
	Have low academic qualifications compared to men
	
	
	
	
	

	9.
	Are incompetent compared to male teachers
	
	
	
	
	

	10.
	Nepotism/favouritism
	
	
	
	
	

	11.
	Corruption 
	
	
	
	
	

	12.
	Male teachers’ insubordination to female teachers’ leaderships
	
	
	
	
	

	13.
	Lack of support from the family
	
	
	
	
	

	14.
	Lack of support from male teachers 
	
	
	
	
	

	15.
	Eligible women turn down appointment
	
	
	
	
	


2.3 Research Question No. 3. How do female teachers penetrate to headship positions in Missenyi district?

KEY: Very Often= 5; Often= 4; Not Sure=3; Sometimes=2; Never= 1

	
	Responses

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	They raise their voices to fight against biasness in appointments at the district level
	
	
	
	
	

	2.
	They fight against biasness in leadership appointments at school level
	
	
	
	
	

	3.
	Work hard to be as good as men
	
	
	
	
	

	4.
	Attend trainings on educational leadership 
	
	
	
	
	

	5.
	Go for further education  to colleges
	
	
	
	
	

	6.
	They fight against society’s negative attitudes towards female headships
	
	
	
	
	

	7.
	They get support from fellow females in administration
	
	
	
	
	

	8.
	They get favours from those in power
	
	
	
	
	


Thanks for your time and cooperation

Appendix 2: Interview Guide for the District Primary Education Officer

Research: Female teachers’ access to headship positions in public primary schools in Tanzania: A case of Missenyi district in Kagera region.

Note: The following are the guiding questions; they are not asked in the same order. Depending on the situation, some of them will be changed or left out. 

Ice breaker: I will introduce a suitable ice-breaker before embarking on these questions. Interview guide: Sample questions. 

1. How do teachers get appointed to headship positions in public primary schools in Missenyi district?

2. You have mentioned some of the criteria for appointing teachers for headship positions in public primary schools, how many schools are supervised by male teachers and/or female teachers in this district?

3. Why do you think the male-head teachers outnumbered females headteachers in headship positions? What are the barriers to female access to headship position? 

4. What are the strategies that are in place (at the district level) to address the gender gap in school headship positions?

5. As a leader, what kind of efforts have you made to empower women to take charge in headship positions?

6. Do you have anything else that you would want to share with me in regard to headship positions in okschool?
Thanks for your time and cooperation
Appendix 3: Interview Guide for Female Head teachers

Research: Female teachers’ access to headship positions in public primary schools in Tanzania: A case of Missenyi district in Kagera region.

Note: The following are the guiding questions; they are not asked in the same order. Depending on the situation, some of them will be changed or left out. 

Ice breaker: I will introduce a suitable ice-breaker before embarking on these questions. Interview guide: Sample questions
1. How do teachers get appointed to headship positions in public primary schools in Missenyi district?
2. What did you do to get appointed to this post? 
3. How many schools do you think are supervised by female teachers in this district? What is the ratio between schools supervised by male teachers and those supervised by female teachers? 
4. Why do you think the male-head teachers outnumbered females in headship positions?
5. What do you consider as the barriers to female access to headship position? 
6. What strategies that are in place (at school and district level) to address the gender gap in school headship positions?
7. Do you have anything else that you would want to share with me with regard to headship positions at school?
Thank you for your time and cooperation.
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Appointing Criteria


Education level


Serving at deputy level


Hardworking and commitment


Experience 


Competence


Clean employment records





Independent Variables





Dependent Variable





Barriers


Negative attitudes


Lack of transparency


Lack of inspiration


Lack of confidence








Strategies for Penetration


Encouragement and motivation


Fighting for their rights


Leadership trainings


Initiation of inter-school visits and school debates
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