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ABSTRACT
This study seeks to investigate the factors hindering the rise of women to
leadership positions in educational management. A total of 250 respondents
made up of teachers and educational administrators were selected to complete
a questionnaire. The raw data consisting of 18 original factors were subjected
to factor analysis with the view to identifying new composite factors that could
explain the reasons why many women fail to make it to educational leadership.
In all, seven factors were identified. These were: failure of women to attain
higher education and general mentality towards women in leadership,
behavioural factors of women, biasness towards women in attaining higher
positions and men’s attitude towards women in higher positions. These factors
consequently constrain women’s advancement to educational leadership. It is
recommended that the Girl Child Education Unit in all educational directorates
should embark on a more vigorous campaign by organizing regular workshop
and seminars to educate women on the need to further their education.
Keywords: factors, constraining, women advancement, educational leadership.
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1. INTRODUCTION

For hundreds of years, women have been traditionally assigned the role of bearing and

taking care of children as well as house-keeping while their men counterparts are the ones

concerned with education, business and politics. A mixture of societal changes and technological
developments happening over the last 50 years have, however, facilitated the entry of women into
the labour market and caused the need for the social role of women to be re-defined. Besides being

mothers and wives, women also contribute significantly towards nation building. Just as their male

counterparts, they have talents and capabilities and are more able to perform leadership functions

and roles effectively and efficiently.
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In most male-dominated societies, females are regarded as the inferior of the species.
Because of this, women are relegated to the background when it comes to positions that matter
much regarding major societal decision making. Roles such as administration and disposal of
property, leadership roles in societal affairs including education, religion and governance exclusively
belong to males. Even the right of choice in respect to entry to conjugal union is denied to women.
While it is known that such discriminatory practices exist in countries, their prevalence and cultural
value systems and norms that perpetuate them are not adequately understood.

In Ghana, according to Ghana Statistical Service (2013), women form 51.2% of the total
population of the country but lag behind men in leadership positions in various human endeavours.
The political scene shows that women are under-represented in positions of power and authority. In
2012 parliamentary election in Ghana, only 30 women were elected out of the 275 parliamentarians.

A sustainable development process in any country is the responsibility of both men and
women. It has been observed that although Ghanaian women play a significant role in development,
progress and survival of many communities, only a few of them are found in managerial positions of
human endeavours.

Women the world over have been under-represented in key managerial positions. Realising
the important roles women play in society and their under-representation in key decision making
processes, the United Nations, in crafting the Millennium Development Goals (MDGs), made a
special provision for women advancement. Of the eight key goals under the MDGs, promoting
gender equality and women empowerment featured prominently as goal three.

Despite the various efforts aimed at enhancing women participation in leadership, the
situation has not improved much. The educational landscape in Ghana is no exception. For instance,
throughout the history of Ghana, the country can boast of only one female to have been a Vice
Chancellor of a public University. Again, casting our mind back to the lower levels of education, men
tend to dominate the managerial positions when it comes to headship of educational institutions
and directorates in Ghana. A look at the number of women holding leadership positions in education
at all levels compared to the number of men in such positions indicates consistent male dominance.
Women are largely found in subordinate positions in educational sector in the country. This
stereotype tradition of male leadership structure of educational institutions in Ghana has almost
made management patriarchal in nature.

This scenario raises the following questions: Do the women decline to accept responsibilities
as leaders in educational management? Or are they discriminated against by the appointing
authorities in the selection of people to head educational institutions? Answers to these and other
such questions require an in-depth investigation. It is to address such questions that this study has
been undertaken on the factors constraining women’s advancement to educational leadership in the
Ho Municipality.

The general objective of the study is to determine factors that constrain women’s
advancement to educational leadership in the Ho Municipality. Specifically, the study seeks to find
out how traditional roles and family obligations, self-image, organizational culture and educational
attainment constrain women’s advancement to educational leadership in the Ho Municipality.

2. REVIEW OF LITERATURE

Leadership is of great importance in educational administration because of its far reaching
effects on the accomplishment of school programmes, objectives and the attainment of the
educational goals. Because the topic of leadership has fascinated people for centuries, various
definitions abound.
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Yukl (2006) defined leadership as the process of influencing others to understand and agree
about what needs to be done and how to do it and the process of facilitating individuals and
collective efforts to accomplish shared objectives. In the views of Mills (2005), leadership is a process
by which one person influences the thought, attitudes and behaviours of others. That is to say
leadership is the ability to get other people to do something significant that they might not
otherwise do. It is energizing people towards a goal. Leaders set direction(s) for followers, they help
visualize what must be achieved and they encourage and inspire their followers. Without leadership
a group of human beings can quickly degenerate into arguments and conflicts because they see
things in different ways and lean towards different solutions.

According to Okumbe (1998), leadership is seen as a process whereby one person influences
others to do something of their own volition, neither because it is required nor because of fear of
consequences of non-compliance. To him, leadership is a process of encouraging and helping others
to work enthusiastically toward objectives. He maintains that leadership is the human factor that
binds together and motivates a group towards goals by transforming the group's potentials into
reality. He maintains that the essence of leadership is followership. In other words, it is the
willingness of the people to follow that makes a leader.

Leadership theories have been an essential element in identifying and developing leaders in
today’s workforce. According to Peretomode (1992), three broad approaches have characterized the
study of leadership. They are the trait theories, behaviour theories and situational or contingency
theories.

According to Zaccaro, Kemp and Bader (2004), trait leadership is defined as integrated
patterns of personal characteristics that reflect a range of individual differences and foster
consistent leader effectiveness across a variety of group and organizational situations. The theory of
trait leadership developed from early leadership research which focused primarily on finding a group
of heritable attributes that differentiated leaders from non-leaders.

Behavioral theories of leadership are based upon the belief that great leaders are made, not
born. Rooted in behaviourism, this leadership theory focuses on the actions of leaders not on mental
qualities or internal states. According to this theory, people can learn to become leaders through
teaching and observation. The underlying assumption of the behavioural theories is that the leader’s
behaviour will evoke a specific behaviour in the follower. The follower’s resulting behaviour, or
action, will cause the leader to interpret his original action and either reinforce or extinguish
subsequent similar behaviour (Davis and Luthans, 1979).

Situational or contingency theorists examine the interactive effects of leadership style and
situational factors. Westburgh (1931) suggested that the study of leadership must include the
affective, intellectual, and action traits of the individual as well as the specific conditions under
which the individual operates. Case (1933) viewed leadership as a function of three factors. These
were, the personality traits of the leader, the nature of the group and its members and the event or
problem confronting the group.

3. GENERATION OF THE DATA

This section deals with the study area, research design and population of the study, sample
and sampling procedure, data collection procedure and data analysis.

The study was carried out in Ho, the Volta Regional capital of Ghana. This research was a
cross-sectional survey which is descriptive in nature and employed the quantitative approach. The
guantitative approach was based on designing a questionnaire to solicit for information from the
respondents.
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The population from which the sample was drawn was made up of the entire teachers and
educational administrators in Ho. The target population constituted the female and male teachers
and heads of Primary Schools, Junior High Schools, Senior High Schools and the District and Regional
Directorate of Education in Ho.

The selection of the various schools into the sample was done after collecting statistics from
the District and Regional Directorate. From the list of schools collected, it was discovered that only a
few schools were headed by females. Therefore, if a random sampling technique was applied to
select schools for the study, the researchers could have ended up having the vast majority of schools
with male heads and would not give a true representation of the views of both sexes. In view of this,
there was a deliberate selection of schools to obtain a representative sample of institutions headed
by a male or a female.

A sample size of 250 respondents comprising 190 teachers, 23 schools administrators, 35
office administrators, 1 District Director and 1 Regional Director of Education. However, female
administrators were deliberately selected into the sample. Questionnaire was used in gathering the
data. This instrument was preferred because all the respondents were well educated and could read
and understand the questions very clearly.

The questionnaire consisted of two sections with section A dealing with personal data while
section B deals with general information. Section B of the questionnaire sought the respondents’
views on whether there were some factors that hinder women’s advancement to educational
leadership position. The respondents were asked to provide answers where possible in the second
section, and also, to indicate their level of agreement or otherwise with the eighteen variables using
the Likert scale;
1= Strongly Disagree, 2= Disagree, 3= Agree, 4= Strongly Agree.

3.1 Description of variables under study
A brief description of the variables is presented below:
Educational attainment

V1 Low level of education

V2 No opportunity for further education

V3 Women generally do not strive hard for educational attainment
Self image

V4 Women in leadership positions normally feel bossy

V5 Women in general are not accommodative

Ve Women generally lack confidence

V7 Women leaders are accused of abusing their powers
Bias and discrimination

V8 Appointment committees discriminate against women

V9 Attitude of men towards women’s work

V10  Subordinates show preference for males as heads
Organizational culture

Vi1 Promotion is not based on performance

Vi2 Working conditions are not suited to women

V13  Lack of organizational policies to support women career progression
Traditional roles and family obligation

Vi4 The belief that a woman’s office is the kitchen

Vi5 Men are supposed to protect women

V16  Husbands negative attitude towards women’s work
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V17  Being married and having to work at a different place where the family

lives

V18  Over burden of domestic responsibilities
4. RESULTS AND DISCUSSION

The main statistical tool used for the analysis was factor analysis. Factor analysis is an
advanced statistical tool generally denoting a class of procedures primarily used for data reduction.
In many researches, there may be large number of variables, most of which are correlated and which
must be reduced to a manageable level. The processes of factor analysis in finding out salient
constructs among many indicator variables are achieved by answering certain vital questions about
the data.

These questions are;

1. Does the data qualify for factoring?

2. Isthere inter correlations among the variables?

3. How many salient factors are possible?

4. What are the possible labels for the extracted factors?
Answering these questions means a salient construct would be found for the data.
4.1 Preliminary data analysis

Table 4.1 reveals that, gender distribution of respondents are quite evenly spread with

51.6% of the respondents being male and 48.4% of the respondents representing female. This
implies that results from this research can be attributed to responses from both gender.
The distribution of respondents by age indicated in table 4.2 shows that majority (35.2+40.4=75.6%)
of the respondents are ranging between the ages of 30-49. This means that approximately 76% of
the time views leading to any conclusion drawn from this research could be attributed largely to
respondents of that age group.

From Table 4.3, 25 (10%) of the respondents are single without children and 8 (3.2%) of the
total respondents are single with children. 52 (20.8%) of the respondents are married without
children and finally majority (165) representing 66% of the total respondents are married with
children. This might be significant since marital status in relation to child birth could be a
contributing factor with regards to leadership of women in education.

Out of a total of 129 female respondents, majority of them (90) hold a certificate in diploma and
below as presented in table 4.4 with the remaining 39 holding certificates above diploma.
Furthermore, majority of male respondents hold certificates above diploma as highlighted in Table
4.4,
4.2 Further analysis

Reliability Analysis

Reliability Coefficients

Number of Cases 250
Cronbach's alpha 0.72
Number of Item 18

Source: Field Data, 2015
The Alpha value of 0.72 shows a convincing level of consistency in the data generated for analysis.
This further indicates the scale used is uni-dimensional and hence responses to similar or
homogenous indicators are about 72% consistent with each other.
Table 4.5 shows that there are high mean values recorded for some indicator variables as
highlighted. This suggests that they have been rated high by majority of the respondents.
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From the correlation matrix, there exist multi correlations among the variables, which is a necessary
condition for performing factor analysis. The highest negative correlation value of -0.58 is recorded
between being married and having to work at different place where the family lives (V17) and lack of
organizational policies to support women career progression (V13). Other high correlations were
identified between low level of education (V1) and women generally do not strive hard for
educational attainment. Also, there is a high correlation of 0.42 between appointment committees
discriminate against women (V8) and promotion is not based on performance (V14). There was a
high correlation between women generally are not accommodative (V5) and women leaders are
accused of abusing their powers. Furthermore, there was no correlation between men are supposed
to protect women (V15) and Women in general are not accommodative (V5), and over burden of
domestic responsibilities (V18) and promotion is not based on performance. Finally, the information
obtained from the correlation matrix may be used to construct factor grouping that might be
existing in the data set. The factor groupings that may be obtained are depicted below:

fi={,V3} fs = {Vs, V11}
f2 = {V4, Vs, Vs, Vi3Vig} fe = V12, V13, V17}
f3={Vs,V7} f7 = {Vig,Vi6}

fa = {V17,V13}

With the KMO value of 0.64 from table 4.7, we say that the test is to some extent adequate for
factoring. This suggests that factor analysis is quite appropriate and the correlation matrix is
appropriate for factoring. Furthermore, the Bartlett’s test of sphericity tests the adequacy of the
correlation matrix, and yielded a value of 1.479 and an associated level of significance smaller than
0.001. Thus, the hypothesis that the correlation matrix is an identity matrix can be rejected, i.e., the
correlation matrix has significant correlation among at least some of the variables.

From Table 4.8, it can be seen that out of the original indicator variables, only seven (7) have eigen-
values greater than or equal to one. In the factor extraction, two rules were adopted which are the
eigen value and scree plot which are indicated in the report. Taking the eigen value rule into
consideration seven (7) factors were retained for rotation. These seven factors accounted for
21.00%, 12.43%, 10.51%, 8.68%, 6.98%, 6.56% and 5.84% of the total variance, respectively, for a
total of 72.00%.The scree plot below, however suggest a seven-factor solution.

Eigenvalue

T T T T T T T T T T T T T T T T T
1 2 3 4 5 B 7 8 g9 10 11 12 13 14 15 16 17 18

Component Number

Figure 4.1: Scree Plot of Original Variables
Figure 1 depicts a scree plot which is a plot of eigenvalue againts the number of factors.
Taking a critical look at the scree plot, it can be seen that the “elbow” of the diagram occurs at the
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seventh component. This suggest that the number of factors that must be considered for extration
cannot exceed seven (7).

The rotated component matrix presented in table 4.8 shows seven (7) factors after varimax
rotation. Factors 1, 4 and 5 are made up of variables that appears to reflect two motives; that is,
failure of women to attain higher education and general mentality toward women in leadership (e.g.
women in leadership position normally feel bossy, women do not strive hard for education
attainment, women leaders are accused of abusing their power, no opportunity for further
education, the believe that a woman’s office is the kitchen, attitude of women towards work, lack of
organizational policies to support women career progression etc.).The second factor contains five
variables that clearly reflect the behavioural factors of women (e.g. women in general are not
accommodative, women generally lack confidence, women in leadership position normally feels
bossy etc.). Factor three (3) contains variables that directly explains men attitude towards women in
attaining higher position (e.g. husband’s negative attitude towards women’s work, over burden on
domestic responsibilities, men are supposed to protect women, attitude of men towards women’s
work etc.).

Finally, factor six (6) and seven (7) reflect biasness towards women in attaining higher
positions (e.g. promotion is not based on preference, appointment committees discriminate against
women and subordinates show preference for male as leaders). The blend of some factors is totally
a subjective decision in reducing the extracted factors into smaller and more meaningful and
manageable set of factors. Presently the factor configuration appears to have four (4) militating
factors against leadership of women in education (that is failure of women to attain higher
education and general mentality toward women in leadership, behavioural factors of women,
biasness towards women in attaining higher positions and men attitude towards women in attaining
higher position.

The varimax transformation matrix presented in table 4.9 shows that the first factor is the
most important of all. The sixth factor is the next most important followed by the third. The next
most important is the fifth factor, the second factor is next followed by the forth factor and finally
the seventh factor.

5. CONCLUSION

Indeed, women representation in educational leadership is relatively low in Ho due to the
following seven (7) salient factors which must be addressed in order to increase women’s
participation in educational management. These factors are; failure of women to attain higher
education and general mentality toward women in leadership, behavioural factors of women,
biasness towards women in attaining higher positions and men attitude towards women in attaining
higher position.

Furthermore, the cross tabulation of respondents educational qualification by gender
revealed that majority of the female respondents interviewed hold below post-graduate diploma
whilst majority of the male respondents hold first degree and beyond. Also the result to this study
indicates that 66% of the time, women’s advancement to educational leadership are married and
with children; implying that most of these respondents have family obligations to performed.
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Apendix
Table 4.1 Gender Distribution

Gender Frequency Percentage
Male 121 48.4
Female 129 51.6
Total 250 100.0

Source: Field Data, 2015
Table 4.2: Age Distribution of Respondents

Age Grouping Frequency Percentage

20-29 33 13.2
30-39 88 35.2
40-49 101 40.4
50-59 28 11.2
Total 250 100.0

Source: Field Data, 2015
Table 4.3: Distribution of Respondents by Marital Status

. . o Table 4.5 Descriptive Statistics of Indicators
in relation to child birth

Variables Mean Std.
Responses Frequency Percentage Deviation
Single without children 25 10.0 V1 3.36 1.241
Single with children 8 3.2 v2 211 1332
. . . V3 3.59 1.116
Married without children 52 20.8
V4 3.49 1.409
Married with children 165 66.0 V5 312 1.157
Total 250 100.0 V6 2.80 1.145
Source: Field Data, 2015 V7 3.55 1.229
Table 4.4: Educational Qualification by Sex Distribution V8 2.68 1.258
Gender V9 3.00 1.169
V10 3.58 1.016
Male Female  Total
V1l 2.10 1.093
Cert. A (4-Year) 5 8 13 V12 )53 1159
Specialist 1 12 3 V13 2.74 1.292
Diploma 23 70 123 Vi 1.70 .965
PGCE/PGDE 14 6 20 vis 226 1.108
V16 2.76 1.151
B.Ed 68 26 74
V17 3.46 1.409
M.Ed/M.Phil 10 7 17 V18 3.17 1.365
Total 121 129 250 Source: Field Data, 2015

Source: Field Data, 2015
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Table 4.6: Correlation Matrix for the Variables

V1 V2 V3 \Z V5 V6 V7 V8 V9 V10 V11 V12 V13 V14 V15 V16 V17 V18
V1 1
V2 0.20 1
V3 0.44 -0.03 1
va  -0.27 -0.25 -0.12 1
V5 0.17 0.05 026 041 1
V6 0.10 -0.09 0.21 051 0.53 1
V7 0.17 -0.18 022 012 038 032 1
vg -0.21 004 008 003 -005 -008 -0.14 1
v9 -009 013 -0.21 -0.17 -0.15 -0.23 -0.10 -0.06 1
vio -0.16 0.09 0.09 007 012 005 -0.08 0.25 0.19 1
vili -0.06 -0.03 -0.21 0.05 -006 0.04 -0.12 042 0.20 0.09 1
vi2 0.15 032 024 -047 -007 -0.17 -0.05 004 024 015 -0.14 1
Vi3 0.01 0.25 010 -050 -033 -036 -035 015 0.13 -0.01 -0.07 0.55 1
Vi  0.07 037 -0.04 -034 -012 -0.14 -020 -0.01 016 002 0.09 035 041 1
vis -0.22 -0.15 -0.12 -0.07 0.00 002 005 -0.01 021 001 020 013 -0.02 0.07 1
vie -003 -0.13 0.09 -0.28 -005 -0.03 0.5 -0.02 0.13 007 002 012 001 0.14 0.25 1
vi7 001 -018 -0.19 037 023 028 030 -0.01 -002 0.14 0.16 -047 -0.58 -0.26 -0.18 0.18 1
vig 0.13 0.12 024 -042 004 -021 -005 013 029 012 000 033 015 030 022 0.5 -0.13 1

Source: Field Data, 2015
Table 4.7: KMO and Bartlett’s Test

Measure value
KMO Measure of sampling adequacy 0.635
Bartlett's test Critical value 1.479
Bartlett's test degree of freedom 153
Bartett's significant value 0

Source: Field Data, 2015
Table 4.8: Total Variance Explained

Initial Eigenvalues

Component Total % of Variance Cumulative %
1 3.779 20.995 20.995
2 2.236 12.424 33.419
3 1.892 10.513 43.932
4 1.563 8.684 52.616
5 1.256 6.977 59.593
6 1.181 6.561 66.154
7 1.052 5.843 71.998
8 .899 4.993 76.991
9 731 4.059 81.050
10 .681 3.781 84.831
11 .563 3.127 87.958
12 418 2.323 90.281
13 .373 2.073 92.354
14 341 1.897 94.251
15 .307 1.706 95.957
16 .289 1.607 97.564
17 .229 1.273 98.836
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Initial Eigenvalues

Component Total % of Variance Cumulative %
1 3.779 20.995 20.995
2 2.236 12.424 33.419
3 1.892 10.513 43.932
4 1.563 8.684 52.616
5 1.256 6.977 59.593
6 1.181 6.561 66.154
7 1.052 5.843 71.998
8 .899 4.993 76.991
9 731 4.059 81.050
10 .681 3.781 84.831
11 .563 3.127 87.958
12 418 2.323 90.281
13 .373 2.073 92.354
14 341 1.897 94.251
15 .307 1.706 95.957
16 .289 1.607 97.564
17 .229 1.273 98.836
18 .209 1.164 100.000
Source: Field Data, 2015
Table 4.8 Rotated Component Matrix
Component
1 2 3 4 5 6 7

V17 -.865

V13 .706 -.382

V12 .662

V6 .821

V5 .818

va -.346 .539 -.484

v7 431 -.372

V16 .763

V18 .696

V9 422 .393 -.403

V2 775

V14 .673

Vi .740

v3 .364 .676

V15 481 -.579

Vi1 .813

V8 .799 371

V10 .855

Source: Field Data, 2015
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Table 4.9: Varimax Transformation Matrix

Component 1 2 3 4 5 6 7

1 0.639 -.0526 0.331 0.450 0.016 0.043 0.034
2 0.236 0.464 0.242 0.043 0.724 -0.377 -0.040
3 0-.175 0.315 0.788 -0.010 -0.220 0.325 0.308
4 0.139 0.298 0-.441 0.383 0.183 0.572 0.505
5 0-.468 0.077 0.018 0.788 -0.139 -0.355 -0.089
6 0.513 0.510 -0.123 0.012 -0.610 -0.296 -0.038
7 0.064 0.232 0.032 0.167 0.039 0.524 -0.799

Source: Field Data, 2015
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