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[bookmark: _Toc103510094][bookmark: _Toc103510798]ABSTRACT
Worldwide statistic provides that women are underrepresented in management positions in education. Therefore, the study sought to investigate gender representation in the headteacher leadership of mixed secondary schools in Kiminini Sub County. Objectives of the study were: to establish the level of adherence to gender representation policies into the headteacher leadership of mixed secondary schools: to determine initiatives that focus on gender equality; and also investigate socio-cultural challenges affecting gender representation in the head teacher leadership of mixed secondary schools in Kiminini Sub County, Trans Nzoia County. The target population comprised of principals, deputy principals, heads of departments, senior teachers, Sub County and County Directors of education. The study was guided by the feminist theory which recognizes the pervasive influence of gender divisions on social life. This study adopted pragmatic philosophical paradigm. Mixed research design was employed, encompassing both quantitative and qualitative data. Purposive and simple random sampling techniques were used arriving at a sample size of 18 schools and a total of 134 respondents. Questionnaires, interviews and document analysis guides were used to collect data from respondents. Piloting was carried out among 7 schools in the neighbouring Saboti Sub-County. Data was analyzed using descriptive and inferential techniques with the aid of Statistical Package for Social Sciences (SPSS), version 22.Findings from the study revealed that despite the existence of government policies, documents on gender equality and equity in leadership, major stakeholders; Principals, Deputy Principals, HODs, and the rest of the teachers in Kiminini Sub County were not quite familiar with them. This results from the adherence and compliance to gender representation policies into the headteacher leadership in mixed secondary schools suggested contradiction between policy and practice. Based on these findings, the study proposed a raft of sensitization programs by the MOE with Principals, Deputy Principals, HODs, and the rest of the teachers aimed at enhancing familiarity and awareness since they remained key in the implementation matrix of gender policies. They are endowed in a position to cause behavioral and attitude change among students and the community regarding gender equity and equality. The study findings would be of significance to policy makers, practitioners, government and researchers in the field.
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[bookmark: _Toc103510098][bookmark: _Toc103510802]CHAPTER ONE
[bookmark: _Toc103510099][bookmark: _Toc103510803]1.0 Introduction
[bookmark: _Toc21363296][bookmark: _Toc21363419][bookmark: _Toc22565716][bookmark: _Toc73106458][bookmark: _Toc103510100][bookmark: _Toc103510804]This chapter focuses on the background to the study, statement of the problem, purpose of the study and objectives, research questions and justification of the study, significance together with scope and limitations of the study, assumptions, theoretical and conceptual framework and finally definition of operational terms.
[bookmark: _Toc103510101][bookmark: _Toc103510805]1.1 Background to the study
Gender inequality pervades the world, and as indicated by Joyce P. Jacobsen (2014)in an article on gender inequality, women still make less than men in the formal work sector, are more likely to live in poverty, are less likely to participate in the formal work sector, and do a larger share of work in the household sector. The dimensions of political gender inequality include women’s lower representation in elected positions as well as political and corporate appointments.
The gender issue has gained worldwide attention as a crucial component in development process, with a view that equality will be addressed more effectively through strengthening education management. Generally, the number of women employees has been increasing in many countries around the world although their number in management positions remains disproportionately low. Coleman (2005) earlier concurred when she pronounced that, “Internationally, the teaching profession tends to be numerically dominated by women, but in most countries, women do not occupy a commensurate proportion of senior leadership and management positions,” and yet Education is the back born of infrastructure and social economic development. Research in South Africa by Moorosi (2011) reflected that there were many women in the teaching profession although the adage that declares, “Women teach and men manage” seemed to apply in schools. EFA goals and targets, as articulated at the Jomtein Conference (1990) and reaffirmed at the World Education Forum in Dakar (2000), were to eliminate gender disparities and achieve gender equality in education.
Kenya is committed towards achieving gender equality in all spheres of development and has put measures to address existing inequalities. However, the Global Gender Gap Report 2017 ranks Kenya 76 out of 144 globally with significant inequalities between male and female in education management (Kenya Demographic Health Survey 2014). Kenya, being a member of the United Nations and International Labour Organization, is obliged to align its policies with the International Standards and requirements on gender. Such policies include; Affirmative Action, Equal education opportunities, Equal promotion opportunities, among others. Sang et al (2012) in their study on gender inequality in the administration of secondary schools in Kenya revealed existence of gender gaps. In their view the previous constitution presented a pit fall in the country’s education management. Therefore, full implementation of the current constitution 2010 could be a watershed for gender equity in general. In a function on the twelfth August, 2019 where women rights groups received EU funding to push for empowerment; Public Service, Youth and Gender Affairs Cabinet Secretary remarked that “although the continent had made significant achievements in advancing gender equality, discriminatory rules and legal gaps still existed especially in the area of employment, reproductive health rights and leadership in Kenya”.
Wango, et al, 2012 in their research on gender and education in Kenya and realignment of education to the constitution 2010, outlined the need to adopt specific strategies to ensure gender equity. They emphasized the importance of a framework for action to help translate, in practical ways, the constitutional requirement on gender equality in leadership at secondary school level. Unfortunately, this is not the case in mixed secondary schools in Kiminini sub county, Trans Nzoia County.

[bookmark: _Toc12004948]Records at the CDE’s office Trans Nzoia County 2019 revealed that in Kiminini Sub County, female teachers are majority compared to their male counter parts. For instance, out of 504 teachers in the Sub County, 270 (56.96%) were female. This was contrary to the number at headship level where women were minority: that is, out of 48 principals only 8 (16.67%) were female. The study therefore sought to investigate gender representation in the headship of mixed secondary schools in Kiminini Sub County, focusing on adherence to gender equity policies and deliberate initiatives, if any, set to enhance gender equality in respective learning institutions, among other objectives.

[bookmark: _Toc103510102][bookmark: _Toc103510806]1.2 Statement of the problem
The Ministry of Education is guided by three key aspects; access, equity and quality at all levels. The gender policy in education (2007) envisages gender concerns, stating that gender in education is significant as it provides the framework for planning and programming gender responsive education at all levels. The policy recognizes gender equality as central to the achievement of EFA and proposes a number of strategies to address gender concerns in education (Gender Policy in Education 2007). It is instructive to note that with the government initiatives of free primary education in 2003 and free day secondary education in 2008, gender disparities are diminishing (Gender and Education in Kenya and Re-Alignment of Education to the constitution 2010 by Wango, et al, 2012). The policy also addresses gender parity-based recruitment and deployment in management/decision making positions, among others. 
In Kenya, women constitute a large majority in the teaching profession, but are largely underrepresented in education administration (Davis, 2012). It has been observed that whereas the numerical gender gap between male and female teachers is very minimal in Kiminini Sub County (43.04% men and 56.96% women); and in fact, dominated by female teachers (Sub County Teachers Returns 2019),the emerging concern is that out of the 48Mixed Secondary schools in Kiminini Sub County, only eight (8) are administered by female principals. This gap depicts an explicit gender inequality in the leadership of mixed secondary schools, and also reverses the trend to female minority at headship. While this is the case, the gap tends to illuminate unequal gender relations through lack of role models for girls and absence of women’s voice and input in decision making (Anouka, et al, 2017). The study therefore investigated gender representation in the headteacher leadership of mixed secondary schools in Kiminini Sub County, Trans Nzoia County.
[bookmark: _Toc103510103][bookmark: _Toc103510807]1.3 The Purpose of the Study
The purpose of the study was to investigate gender representation in the headteacher leadership of mixed secondary schools in Kiminini Sub County, Trans Nzoia County.
[bookmark: _Toc103510104][bookmark: _Toc103510808]1.3.1 Objectives of the Study
The objectives of the study were to:
1. [bookmark: _Toc73106463][bookmark: _Toc19111737][bookmark: _Toc21363303][bookmark: _Toc21363426][bookmark: _Toc22565720][bookmark: _Toc103510105][bookmark: _Toc103510809]Evaluate the level of adherence to gender representation policies into the headteacher leadership of mixed secondary schools in Kiminini Sub-County.
2. [bookmark: _Toc73106464][bookmark: _Toc103510106][bookmark: _Toc103510810]Investigate initiatives that focus on gender equality in the headteacher leadership of mixed secondary schools in Kiminini Sub County.
3. Determine socio-cultural challenges affecting participation of women in the headteacher leadership of mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc103510107][bookmark: _Toc103510811]1.3.2 Research Questions.
The study sought answers to the following questions:
1. What is the level of adherence to gender representation policies into the headteacher leadership of mixed secondary schools in Kiminini Sub County by appointing authorities?
2. Which initiatives are in place to enhance gender equality in the headteacher leadership of mixed secondary schools in Kiminini Sub County?
3. What are the socio-cultural challenges affecting participation of women in the headteacher leadership of mixed secondary schools in Kiminini Sub County?
[bookmark: _Toc103510108][bookmark: _Toc103510812]1.4 Justification of the study
The constitution of Kenya (2010)as a superior policy on gender, is meant to guide all sectors in government. Unfortunately, even the legislative arm of government remains greatly challenged in enforcing gender policies. For instance, currently the Kenyan parliament has only about 10 per cent women representation, trailing far behind the global average of 18.8 per cent in parliaments (Standard media, 2018).Similarly, the existing gender gap in the management of mixed secondary schools in Kiminini Sub County does not conform to the two thirds gender rule as required by the constitution. It illuminates the general picture of gender inequality in secondary school leadership where only 8(16.7%) out of the total 48 Principals are female.   Therefore, there is need to investigate familiarity and adherence to gender equity policies among other factors in the education sector to make the legal framework a reality especially in the headship of mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc103510109][bookmark: _Toc103510813]1.5 Significance of the study
The study was expected to enable scholars and policy-makers to design more progressive leadership programmes, policies and practices aimed at ensuring equal participation of both men and women in the headteacher leadership of mixed secondary schools. The study would also influence future policies and practices. It is envisaged that apart from adding new knowledge and awareness to existing literature on gender equity and women in leadership, the findings of this study would also provide insight into issues of women at work.
The study would likely to inform educational policy makers on the extent to which gender inequalities exist in mixed secondary schools’ leadership. The identification of initiatives that focus on gender equity in the headship of mixed secondary schools in Kiminini sub county may awaken female teachers into acquiring self- confidence and other positive leadership characteristics, and by extension help men in the society to see the need to give women space to grow to the highest positions of leadership in mixed secondary schools. The study would also benefit women working in mixed secondary schools through identifying socio-cultural issues affecting their quest for top leadership positions and possible solutions. Finally, the study may form a basis for further research on participation of women in leadership.
[bookmark: _Toc103510110][bookmark: _Toc103510814]1.6 Scope of the Study
The study was carried out only in mixed secondary schools within Kiminini Sub County. The County and Sub County directors of education responded to an interview schedule structured to investigate deliberate initiatives that focused on gender equality in the headship of mixed secondary schools in Kiminini Sub County through policies that govern appointment and promotion of teachers. Principals from sampled schools, deputy principals, heads of departments and teachers responded to a questionnaire structured to establish initiatives set to enhance fair participation of both male and female teachers in headship. The research used all respondents to establish socio-cultural issues affecting participation of women in the headship of mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc103510111][bookmark: _Toc103510815]1.7 Limitations of the Study
The study was confined to sampled mixed secondary schools nevertheless; the findings were generalized to all schools in Kiminini Sub-County, Trans Nzoia.
The study sought views of principals, deputy principals, Heads of departments and teachers in sampled mixed secondary schools in Kiminini Sub-County who were believed to have adequate knowledge and information on gender participation in the leadership of mixed secondary schools in Kiminini Sub County. However, this may not have been the case.
Considering the form of feminine leadership skills and their temperaments, principals and teachers’ personality, respondents may have been unwilling to volunteer accurate data about their own experiences thus affecting the study to some extent.

[bookmark: _Toc103510112][bookmark: _Toc103510816]1.8 Theoretical Framework
This particular study was guided by the feminist theory as propounded by Tong (2001).   
Feminist theory is the extension of feminism into theoretical, fictional, or philosophical discourse. It focuses on the nature of gender inequality as well as examining women's and men's social roles, experiences, interests, chores, and feminist politics in a variety of fields, education being one of them. Feminist theory often addresses the analysis of gender inequality.  One of the major themes often explored in the feminist theory is discrimination of female leaders as revealed in the headship of mixed secondary schools in Kiminini Sub County where female teachers are majority (56.96%) and yet under-represented at headship level(16.7%) (Sub County Teachers Returns 2019).
Feminist theory is also a set of ideas originating with the belief that women are not subordinate to men or only valuable in relationship to men, and that the disciplines, systems and structures in place in the world today may be changed if infused with feminist point of view (Tong, 2001). This sets an agenda for action aimed at equity and equality for women in the headship/leadership of mixed secondary schools in Kiminini Sub County.
Stone (2010) on Feminist Theory and Education refers to a quote by Nodding (2009) which states that there are two centers of concentration in the feminist philosophy of education; women’s oppression and women’s agency. The theory acknowledges persistent influence of gender divisions on social life and tries to grasp women’s oppression and the structures in society that promote this oppression and subordination. This translates to social cultural challenges affecting women in leadership in mixed secondary schools in Kiminini Sub County as outlined in one of the objectives of this study. The feminist perspective regarding the numerous similarities between genders, concludes that women and men have equal potential for individual development and in this case headship of mixed secondary schools. Variations within the realization of that potential, therefore, should result from outwardly imposed constraints and from the influence of social establishments and values. Feminist theory advances three broad views in making an attempt to clarify the absence of women from senior management within public and private sectors(Oakley 2000). On one hand, personal factors like self-assertiveness, confidence, resourceful creative thinking and traits facilitate women to ascend to senior management positions (Singh &Shahabudin 2000).
The structural or institutional factors paradigm advances the view that it is the minus position of women in the organizational structure (few numbers, very little power, restricted access to resources) that shapes and defines the behavior and positions of women. The underlying premise of this angle is that men and women are equally capable of and committed to top positions of leadership (Juliana et al.2018) The matter is unconditional within the structure and therefore the remedy maybe a basic modification to eliminate inappropriate discrimination in institutional policies and practices. The structural factors that have a negative effect on women include: discriminatory appointment and promotion practices; male resistance to women in management positions; absence of policies and legislations to ensure participation of women; and restricted opportunities for leadership training and coaching and for demonstrating competence as a result of organization within the work place (Grant &Hartley,2013). Structural factors that address effective participation of women include; the presence of organizational guidance; smart mentoring systems, proper staff development for women; clear appointment and promotion procedures; support services for women access to information technology and flexible work schedules.
The last perspective is one advanced by Smulders (2017) who explores the cultural factors which link gender factors and structure. Her analysis focused on the social construction of gender and therefore the assignment of specific roles, responsibilities and expectations to women and men. The cultural factors cause unimaginative concerns about women’s skills inside the cultural context. The view that top management positions are solely appropriate for men relegates women to secondary roles and this could explain the low percentage of women the headship of mixed secondary schools in Kiminini Sub County. Emphasis is placed on women’s role as mothers, caregivers and nurturers. These three broad views cited in the feminist theory guide this study to explore factors that hinder   effective participation of women in the headship of mixed secondary schools in Kiminini Sub County, Trans Nzoia County.





[bookmark: _Toc103510113][bookmark: _Toc103510817]1.9 Conceptual Framework
[bookmark: _Toc12004960][bookmark: _Toc19111745][bookmark: _Toc21363433][bookmark: _Toc22565728][bookmark: _Toc73106472][bookmark: _Toc103509957]Figure 1.1: factors affecting gender representation in mixed secondary schools in Kiminini Sub County
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This framework shows that adherence to gender equity policies, initiatives that promote gender equity in headship and socio-cultural issues/challenges are independent variables that affect gender representation in the headship of mixed secondary schools in Kiminini Sub County, amidst intervening variables such as academic qualification, behavioural skills, psychosocial factor and motivation/ambition.
[bookmark: _Toc103510114][bookmark: _Toc103510818]1.10 Definition of key Terms
Gender representation: the number of women in leadership of mixed secondary schools and an attempt to enhance it.
Attitude: a psychological tendency to view a particular object or behavior with a degree of favour or disfavour.
Appointment: act of putting someone in a leadership position.
Promotion: act of moving someone from one level of leadership to another.
Leadership position: The activity of leading a group of people or an organization. Educational qualification: refers to professional titles that individuals have acquired locally 	or elsewhere that are offered by recognized professional bodies and authorities.
Experience refers to the period an employee has served in a particular level of management to enable progression. This period is accounted using number of years one has served and respective achievements.
Socio-cultural practice is the way of life in which an individual interacts with himself and the environment. This study will review socio cultural practices that are influenced by gender.
Progression:the process of moving gradually towards a more advanced state/position.
Gender: Denotes the social meaning of male and female.
Gender role: Refers to the society’s classification of duties and responsibilities as either 	masculine or feminine.
Leader: Someone who occupies a top position of influence in an organization.
Mixed Schools: These are schools which enrol both boys and girls.
[bookmark: _Toc103510115][bookmark: _Toc103510819]CHAPTER TWO
[bookmark: _Toc103510116][bookmark: _Toc103510820]2.0 Literature Review
The purpose of this study is to evaluate gender representation in the leadership of mixed secondary schools in Kiminini Sub County. In this section, related literature on women leadership and gender equality is reviewed focusing on findings of various researchers and writers in the following areas: Gender equality in education - a goal and a means; practices and gender inequalities in the society; perception and attitude towards women leadership in society; overcoming gender imbalances and promoting sustainable development through communication and information, challenges women face in their quest to the top leadership in education and finally strategies to enhance participation of women in leadership.
[bookmark: _Toc103510117][bookmark: _Toc103510821]2.1 Gender equality in education- a goal and means;
Gender equality is closely linked to UNESCO’s Education Programme efforts to promote the right to education for all. As education is progressively considered as one of the most effective investments for achieving equitable and sustainable development, realizing gender equality must become a priority in the effort to promote not only the right to education, but also critical to the achievement of education for all (EFA) and Millennium Development Goals (MDGs-UNDP,2018). Significant progress has been made in expanding access to education for girls and women over the last decade; the net enrolment rate in primary education at the global level increased from 79% in 1999 to 88% in 2019(UN Women 2013). Despite such progress, many girls and women continue to be deprived of good quality education since addressing gender inequalities in education is a complex task, especially as inequalities take many forms, ranges in context, and are manifested in various aspects. In Kiminini Sub County the manifestation of gender inequality is clearly seen in the leadership of mixed secondary schools.
Gender inequality in education is not only a concern of girls and women, or of developing countries; it is of global significance and of everyone’s business (UNESCO,2011). Typically, the most extreme forms of discrimination tend to be experienced by girls and women living in rural areas such as Kiminini Sub County and its environs, in urban peripheries and in slums within low-income countries. As a result, girls continue to make up the majority of out-of-school children, and women still represent two thirds of the adult population who lack basic literacy and numeracy skills. However, evidence also indicates that gender disparities – both in terms of school access, education quality and achievement can be to the disadvantage of boys and men, especially at the secondary and higher levels of education. Gender-based stigma, discrimination, violence and stereotyping in education, as well as gender disparities in learning outcomes, are visible in all countries, regardless of the status of their economic or educational development (Dahlerup, &Freidanvall,2003).Greater access to education increases women’s chances of professional development, creating a larger pool of women eligible for power positions (Amy, &Welzel, C.(2003). 
Gender Equality Action Plan (GEAP-2914-2021) by UNESCO aims to address persisting gender disparities and promote gender equality in education throughout the education system. This is done through participation in education (access, promoting safe learning environments); within education (contents, teaching and learning context and practices, delivery modes, and assessments); and through education (learning outcomes, life and work opportunities) (UNESCO,2014). In doing so, the programmes ensure that the common understanding and consensus on the meaning of gender equality in education is translated into action with a strong sense of commitment among all staff members, including senior management to implement gender equality.
With strengthened capacity and knowledge, UNESCO works closely with Member States and partners to ensure that policies and strategies in education whether related to formal, non-formal or informal modes of delivery move beyond the question of numbers and conventional approaches to expanding access to schools. Greater attention should be channelled towards enhancing quality and relevance of learning so that education systems become more gender sensitive and responsive to meet the needs and aspirations of girls and boys, women and men (Taylor, & Hood, 2011). Education ministries are therefore meant to offer support in ensuring that gender analysis is applied at every level, in all areas of education and in every context, since failure to do so can result in gender blind and ineffective policies that do little to correct gender inequalities( UNESCO Priority Gender Equality Action Plan (2014-2021).

In this regard gender equality should be considered in the context of efforts to inspire new approaches to education and guide policy development in the field of education 
This implies making sure that the future of education agenda and education policies are informed by research and foresight studies. The researcher investigated whether there are any deliberate initiatives towards gender equality as a goal and means in Kiminini Sub County.
[bookmark: _Toc103510118][bookmark: _Toc103510822]2.2 Practices and gender inequalities in society
Members of the society feel that men make better leaders than women. Therefore, from experience in Kiminini Sub County where a leader is to be elected, people will prefer electing a man rather than a woman. Elective positions like Board of Governors chairpersons are usually occupied by men (Onyango et, al2011). In fact, records show that there is no female Board of Governor chairperson in Kiminini Sub County (Sub County records of secondary schools BOM’s 2019). This is evident through a case where parents and politicians rejected a female head teacher who had been posted to a local school in western Kenya, alleging that a female cannot head their school (Daily Nation, News Papers 2009 January 9th). 
The 5th Millennium Development Goal proposes gender equity and equality in education and training (UNESCO Priority Gender Equality Action Plan 2014-2021).This goal aims at eliminating gender disparities in secondary education by 2015. Its main focus is on ensuring girls full and equal access to and achievement in basic education of good quality. This goal provides an opportunity to women to acquire education. The provision of commensurate opportunities in the employment sector in education leadership should not be a matter for negotiation. The number of women leaving educational institutions should be more or less the same as those absorbed in employment and also those promoted to leadership positions in mixed secondary schools (OECD,2012 on equity and quality education)
The constitution of Kenya provides the bill of rights in chapter four. Section 20 (2), states that every person shall enjoy the rights and fundamental freedoms in the bill of rights to the greatest extent consistent with the nature of the right or fundamental freedom. Further, Section 27 (3) states that women and men have the right to equal treatment, including the right to equal opportunities in political, economic, cultural and social spheres. It is expected that this bill of rights applies to all sectors, including the elevation of women head teachers in secondary schools. Therefore, there should be no discrimination against any gender whatsoever from any quota, as the constitution is very clear on this. Women leadership in the education sector should not be an exception (Sue, 2017).
The Government of Kenya is also a signatory to the Convention on the Elimination of all forms of Discrimination against Women (CEDAW), which was adopted in 1979 by the UN General Assembly in Geneva. Therefore, the Government is fully in support of equity and equality. Whether women are aware of this remains unclear, as they appear to look at the other side when they are being discriminated upon. Women should be the first people to champion their rights based on this convention, since the Government of Kenya has already shown commitment in supporting their course. Ferguson, (1990)suggests that women ‘s experiences may be influenced by a firm’s history and industry policies. This goes to prove that women ‘s problems may also be due to unfavourable policies that an organization makes or the organization ‘s failure to make policies that encourage women to move up to managerial positions. Research proposes that organizational factors such as growth, technology, personnel policies and practices, and unionization are determinants of organizational demography, including distribution of age, tenure, gender and race Pfeiffer, (1983).
Female leaders believe women and men are seen as equally likely to possess characteristics necessary for managerial success (Schein, 2007). This is an attitude that encourages women to strive for managerial positions. However, if women choose instead to embrace the traditional feminine roles, whilst they are viewed as likeable people, then they may lack the task- oriented trait associated with competence (Rosener, 1990). So, there should be a way in which women can try and satisfy this expectation, because either way, there are problems associated with any one situation. Korabik & Ayman (1990) felt that men and women have a mixture of the so called masculine and feminine characteristics and so to them it is important for men and women to recognize that both sides exist within them, although one side may appear more dominant in a person, it is only because that side is more developed. According to Reavley (1990), there is a reason to believe that the lead manager cannot be characterized as either male or female. Leadership requires a mixture of abilities and skills, some of which are perceived to be feminine and some masculine. This argument is directly telling us that any leader in our present society serves both men and women. This leader must therefore possess the requisite human skills. Women can easily learn whatever human skills are required by the position they intend to hold.
[bookmark: _Toc103510119][bookmark: _Toc103510823]2.3 Perception and Attitude towards Female Leadership in Society
Women leadership suffers the challenge of perceptions. According to Fiske & Taylor (2013), perception is a process of creating internal representation of the external world. Perception of what constitutes "good" or appropriate leadership behaviour has been socially scribed traditional stereotypes that favourmen as having better leadership qualifications. Traditionally teaching has been seen as complementary to a woman’s role as wife. Management on the other hand is seen as contradictory to this role (Dalton, 2013). Thus, is it acceptable to teach and be a mother, but the moment you become a manager you are no longer a good mother.
[bookmark: _Toc73106479][bookmark: _Toc103510120][bookmark: _Toc103510824]Gender roles are "socially and culturally defined prescriptions and beliefs about the behaviour and emotions of men and women. Many theorists believe that perceived gender roles form the basis for the development of gender identity. Prominent psychological theories of gender role and gender identity development include evolutionary theory, object-relations theory, gender schema theory and social role theory. A gender role is a theoretical construct that refers to a set of social and behavioural norms that, within a specific culture that are widely considered to be socially appropriate for individuals of a specific gender (Powell & Graves, 2003).Additionally, gender roles are connected to a set of stereotypical beliefs that influence every aspect of social life. Women are more encouraged to actively participate in every sector of the society and many new opportunities have opened up to them. Recent research stresses cultural and structural factors as the main underlying reasons explaining the situation of women in leadership (Sanchez, 2010).
 Sanchez de Madariaga (2010), views that sex differences tend to be used to explain why women prefer a career in humanities other than in science, as many researchers may have suggested. Where women have similar career goals as men, there are important structural and institutional differences between countries in the extent to which women may pursue these goals without giving up other goals that they might value, such as motherhood. In many European countries, social and family policies still support the traditional bread-winner model (Sjöberg, 2010). This is apparently the same situation here in Kenya, and the implication is that women have to do more to move out of traditional beliefs and try to embrace equity in all sectors. If women demonstrate qualities that are typically associated with being a good leader such as assertiveness and confidence they cease to be viewed as good women expected to be nurturing and supportive. This is because the world over, men (and also women) are controlled in the yester shadows of traditions where the woman’s place was seen as inferior to that of their counterparts. 
According to Berthing & Izraeli (1993), probably the single most important hurdle for women in leadership in all industrialized countries is the persistent stereotype that associates leadership with male domain. Hall-Taylor (1997) takes up the notion of women’s possession of soft skills. The term soft skill is associated with women’s leadership while hard skills are associated with masculine leadership style. It is critical the way in which women’s skills are regarded as a by-product of antidote to male organizational culture and hard skills a concept underpinned by notions essential to differences between men and women. Women have good interpersonal skills but had trouble being assertive and decisive. Those characterized as having a mixture of both; task and person-oriented are termed androgynous (De Matteo, 1994). Women whose style is masculine frequently are disliked by their subordinates and called names such as Dragon lady or Bitch because they do not display the feminine qualities expected of women in our society (Rosener, 1990). The observation of these authors seems to cut across all continents and societies. These sentiments depict the place of women in the society as traditionally known. However, situations and people are changing, and that time has come to acknowledge the contribution of women in society.
According to Sanchez (2010), when compared to ideal leaders, women in general were viewed by people working in the Christian organizations as having fewer traits related to ambition, analytical ability, assertiveness, and self-confidence. They were viewed to have more communal traits such as creativity, helpfulness, and kindness. Women were also described as having more relationship-oriented traits like compassion, cooperation, and intuitiveness, and less task-oriented traits like competency, intelligence, and independence. This implies that what the society thinks of women leadership may affect their advancement up the ladder. It is surprising that many women also uphold the same beliefs thus becoming their own enemies to advancement in leadership (Kelly, 2010).
Women are also rated lower in transformational leadership characteristics such as encouraging, inspiring, and trustworthy. Sanchez (2010)in his study revealed that people in organizations don't think women have what it takes to be a leader thus making it hard for them to be considered for a promotion. However, once a woman obtains a leadership position, the same study indicated that more than likely, she would be viewed pretty favorably. In Kenya today, although emphasis is laid on gender equality and equity through the legal framework, very few may be ready to accept and support women leadership. 
ILO (2004) reiterates the barriers created by biased attitudes towards women in leadership whereby managerial positions are viewed as male and the characteristics required for success are seen as more commonly held by men than women. This research acknowledges that initiatives that focus on gender equality in Kiminini Sub County require effort of all and the willingness by the sub county’s leadership to change people’s attitudes. People have first to understand that their attitudes are biased, and then be guided on how to change them. This role can easily be played by studies such as this.
[bookmark: _Toc103510121][bookmark: _Toc103510825]2.4 Overcoming gender imbalances and promoting sustainable development 
[bookmark: _Toc103510826]       through communication and information

According to UN women publication 2010, on Achieving Gender Equality, access to information and knowledge is a powerful catalyst for providing women and girls, especially those with disabilities, with equal opportunities for expansion and prosperity in the societal, political, economic and cultural areas. Mindful of this fact UNESCO – WSIS (World Summit on the Information Society) is committed to the creation of inclusive knowledge societies. In this regard Communication and Information has developed a Gender Lens to ensure that all programmatic interventions are analysed, reviewed and mainstreamed from inception including accessing, creating, sharing and preserving information and knowledge through ICTs and Open Solutions (GEAP-2014-2021).
Progress in peace and democracy for individuals, communities, and countries will be driven by the free flow of access to information and ideas. Subsequently, people’s abilities to convert these assets into knowledge will facilitate development and reduce gender inequality. In order to build partnerships to promote gender equality, UN Women and other partners have developed a global mechanism for follow-up on the Beijing Declaration and Platform for Action on women and the media (UN Women publication 2010).
[bookmark: _Toc103510122][bookmark: _Toc103510827]2.5 Challenges Women face in their quest to the top leadership in Education.
According to Schein (2007), barriers to women leadership exist globally and the higher the organizational level, the more glaring gender gap. The existence of fewer women in leadership positions in mixed day secondary schools can be corroborated using this assertion. However, it is not good to resign to fate and accept the situation as it is but look into the factors affecting women ‘s rise to leadership positions in mixed secondary schools in Kenya. 
Researchers have been interested in the ways gender differences and stereotypes are manifested in education. They have found that girls tend to be more interested in theoretical courses (languages, literature, psychology etc.) while boys are more likely to prefer science and technology courses. Researchers have argued that it is the outcome of popular gender stereotypes that prescribe different behaviours and qualities to men and women (Eccles et al., 1995). Thus, stereotypes are a crucial factor that must be examined in order to reduce gender inequality. 
According to Timmers, et al (2010), there are three perspectives that reflect three sets of factors to explain women’s under-representation at higher job levels: individual, cultural and institutional influences. According to the individual perspective, the focus is on differences between men and women and the stereotypes connected with each role. Policies that are implemented according to the individual perspective relate to training, coaching and mentoring to support women and provide them with the opportunity to improve their skills. The institutional perspective suggests that the organizational context, which includes the organization’s culture, history, ideology, and policies, is connected with the factors leading to women’s limited success in attaining high level positions. It may be hard to change a people’s culture so as to accommodate women in leadership, but it seems to be the most sensible thing to do. 
Gender stereotypes are categorical beliefs regarding traits and behavioral characteristics ascribed to individuals on the basis of their gender. They serve as expectations about the attributes and behaviors of individual group members and are considered one of the direct antecedents of discrimination at work (Dovidio & Helb, 2005). Typically, women are primarily concerned with the welfare of people, including attributes such as compassionate, kind, sentimental, helpful and generous. Men are thought to be more assertive, dominant, aggressive, ambitious, independent and self-confident. Agentic characteristics have traditionally been aligned with leadership roles (Eagly & Karua, 2002). It may, however, be necessary to blend these characteristics so as to accommodate women in leadership. To stick to traditional perceptions may be detrimental to gender equality thus creating a gender gap such as the one in the leadership of mixed secondary schools in Kiminini Sub County.
Structural perspective is related to hierarchical influence on entry and promotion. There are three central variables: the structure of opportunity, the structure of power and the proportional distribution of men and women. Groups, in which men are a majority, lead to treating women as tokens. Restricted access to information may influence women’s chances for promotion. Intervention policies based on this perspective adapt a recruitment and promotion procedure and try to retain junior talent, if possible, in favor of women (Timmers, et al., 2010). As nations today propagate gender equity and equality, it is necessary to start treating women as equal partners. People should be guided to dispense of the notion that women can only do well in lower cadre positions. 
The literature which exists on the subject of women and work identifies two forms of segregation affecting the workforce; horizontal and vertical segregation (Evetts, 1994; Hakim, 1996). Povall’s study (1986) of the finance sectors found clear evidence of vertical segregation revealing that only a tiny minority of women reached positions of genuine power, authority and status. Similar evidence has been found in leadership in education (Jackson 1990 &Tikbrook, 1998), adding that a more strategic approach needs to be taken to enhance promotion of women to senior leadership posts if any major change is to be achieved.
Rudman, Ashmore & Gary (2001) examined the impact of diversity education on stereotypes and prejudices, and found that training can reduce these biases at multiple levels. Diversity education led to a decrease in directly reported and explicit stereotypes. According to Kawakami & Dovido (2001), implicit stereotypes are thought to be more stable and enduring association because they are acquired through environmental influences. 
Access to educational institutions is rated as a key issue influencing the position of women in educational leadership. In some cases, this is attributed to the dominance of men in powerful positions within the structure of school leadership such as school governing bodies and in county offices, which is usually regarded as detrimental to women’s access and performance in these positions (Grogan, 1996). This male dominance in key leadership positions is linked to the traditional perspective of the position of women in society which had men controlling the highest administrative jobs in schools. This constantly leads to these male administrators giving positions to those who resemble them in attitude, actions, and appearance (Grogan, 1996). This in essence implies that women are rarely given such positions. Women who aspire to school leadership positions often face barriers of administration in hiring and promotion that often limit their upward movement. Moorosi (2006) found that some female leaders had experienced blatant discrimination in their earlier attempts to participate in leadership on the grounds that male candidates were sought after. In the same study, many women leaders continued to face obstacles while in leadership positions. This manifested in lack of acceptance and resistance to women leader’s authority. 
Barriers from the home and the way women are perceived, culturally and historically, are also regarded as barriers to women’s advancement. For many organizations including schools, work and home life should be kept separate for women who are in positions of power. This view consequently constitutes a barrier for female teachers whose personal lives are inextricably linked to their working life (Van der Westhuizen, 1991). Discrimination against women leadership is widespread world over, but especially in the developing world, Kenya included. The society has therefore a task ahead to fight this vice. 
Women leaders have additional difficulty performing their leadership role because of the conflicting attitudes regarding what it means to be a woman and a manager. Women who are leaders and have children therefore straddle the dual worlds of parenting and working and are usually not successful in balancing the two (Dunlap & Schmuck, 1995). For some women, moving into leadership brings an additional stress, since leadership work is associated with inflexibility and restrictiveness as compared to what teaching in the classroom offers in terms of meeting demands on their time. This is arguably because women’s personal priorities and responsibilities outside their work roles can be seen to vie with professional commitments once they are in leadership, and balancing these different roles and responsibilities can be a source of pressure.
[bookmark: _Toc103510123][bookmark: _Toc103510828]2.6 Strategies to Enhance Participation of Women in Leadership in Mixed 
[bookmark: _Toc103510829]     Secondary Schools.

Various strategies have been formulated to increase the participation of women in education, decision-making and development activities in general. Global strategies are outlined in the Nairobi Forward-Looking Strategies for the Advancement of Women (1985) prepared during the United Nations Decade for Women in 1985. One of the strategies outlined in the document relevant to this study is that which states that research on the causes of absenteeism and dropout among girls should be intensified. The fourth world conference on women in Beijing reiterated 69% of these strategies. But strategies proposed at international forums tend to be too general, ignoring the specific obstacles in independent nations. (United Nations, 1985).
One instance in this regard is their failure to directly address the formal education system. Intervention strategies commonly suggested include: increasing women’s participation in education at all levels so as to raise the number of women from which able leaders could evolve; formulating equal opportunity policies, changing the environment in which women work, and the attitudes towards educated women, flexibility in working hours, and reviewing of recruitment and promotion policies in higher education (Poskitt 1998; UNESCO 1994; Dines 1993) and abiding by the constitution of Kenya. 

Strategies specific to Kenya are given by Nzomo (1995) who suggests that there is: the urgent need to establish programs combining gender sensitization, legal awareness raising and civic education of both women and men, with a view to eradicating retrogressive socio-cultural attitudes and values, as well as democratizing the Kenyan society. The study underscored the importance of women‘s self-empowerment through their own organizations and through more effective networking that cuts across class, political and socio-economic divides. 
Providing effective training and support for women aspiring to school headships and removing the barriers women face in developing countries is a challenge that must be met if women are to have a voice in educational development worldwide. It has been argued that women leaders bring distinct personality and motivational strengths to their roles and are more conducive to today‘s diverse workplace (Greenberg & Sweeney, 2005). The most compelling reason for more attention to the issues of women in leadership relates to the need to attract talented leadership (Ng & Burke, 2005). Chikarovski (1994) stresses that; it is economically disadvantageous for the society to underutilize the talent of almost half of its workforce (women). The loss of women along the career track entails the cost and lost value associated with wasted knowledge, skills, and expertise for the leadership of organizations (Appelbaum, Audit, & Miller, 2003; Moskal, 1997). Women just as men satisfy their higher order needs after their basic needs are met. They should be encouraged to take up managerial positions in organizations so as to attain their self-esteem and actualization. 
The government‘s commitment to Universal subsidized secondary Education is to provide a fast-growing demand for teachers and administrators. In the interest of gender parity and the wellbeing of female students, it is important that the current under-representation of women in mixed secondary school leadership be corrected. This requires more knowledge about current perceptions of pupils with regard to school leadership, about the experiences of women who have successfully curved out a career in school leadership, and about the perceptions and needs of teachers unsure of their ability to tread the same path. 
Realizing the social order as problematic for women’s advancement in organizational leadership, Kolb and Meyerson (1999) & Ely & Meyerson (2000) analyzed intervention strategies to understand their lack of impact in bringing about the desired effects. According to these authors, interventions informed by the first three approaches leave the gendered social practices intact, resulting in unsustainable progress that only benefits some individuals. 
The fourth approach is underpinned by feminist post-structural strands that take a non-traditional route to understanding gender inequalities and do not regard gender as a basis for discrimination. In this sense gender is not seen as an-axis of power‖ that shapes social structure, identities and knowledge (Kolb & Meyerson, 1999), but it is viewed as a complex set of social relations enacted across a range of social practices that exist both within and outside formal organizations. These social practices range from formal policies and procedures (work rules, labor contracts, managerial activities, job descriptions, etc.) to informal patterns of everyday social interactions within formal organizations (organizations ‘norms about how work is done, relationships required to do the job, distribution of roles and responsibilities, etc.). These social practices, as seen by Ely & Meyerson (2000), tend to reflect and support men’s experiences and life situations by placing higher value on masculine identity. The perceived neutrality of these social practices is what this approach finds problematic since it widens the split in the traditional notions of male and female, masculine and feminine, mixed and private dichotomies (Reiger, 1993) that are reflected by the daily social practices inherent in all organizations. This neutrality, it is argued, inaccurately shapes the discourses of what constitutes leadership and leadership within all organizations, including schools, and continues to disadvantage women. 

Ely & Meyerson (2000) further argue that because the social practices within organizations were designed by and for some privileged men who have always dominated the leadership field, they appear to be neutral and tend to uphold gender as fixed, ranked oppositions. This representation of gender as oppositions originates and preserves male privilege and views leadership work as part of the mixed domain associated with men and thus privileges men and disadvantages women. The approach suggests as an alternative acknowledges the difference in the way women and men are affected by these social practices which are determined by their historical background, race, ethnicity, social class, and other issues of diversity and suggest that these gender boundaries should be blended. This approach therefore, starts with the premise that gender inequality is deeply rooted in the cultural patterns and organizational systems and can only be addressed by a persistent campaign of incremental changes that discover and destroy the deeply embedded roots of discrimination-driven by both women and men together. The target is to benefit both sex groups by creating a world where gender is not an issue. The intervention here starts with the identification of the problem and the premise that unless these gendered social practices are acknowledged as problems and therefore, disentangled gender inequity is not to be uprooted from the organizations. 
The approach acknowledges the differences in experiences shaped by these social practices, and suggests multiple solutions to all gender problems in the leadership of organizations. The criticism levelled against this approach, however, is that although it appears to have the ability to tackle the gender discriminative social practices ignored by other approaches, its limitation is linked to resistance to change and difficulty of sustainability. This is because it makes no attempt to identify the endpoint, but continuously disrupts the social order and revises the structural practices and regards the process of change as both means and end. However, its acknowledgement of gendered. social practices within organizations that appear neutral on the surface is useful for understanding the gendered nature of organizations manifested in the practitioner’s experiences and conceptions of leadership while affecting negatively the progression of women in the leadership and leadership of schools as organizations. 
Within the framework of the work culture in organizational leadership, Ely and Meyerson (2000) and Rao et al., (1999) identify the private–mixed dichotomy theme. The problem associated with the private–mixed dichotomy is understood as a problem concerning time and allocation of time between work and family which arguably affect women differently from their male principal counterparts. According to Rapoport et al. (1996), this theme manifests in the image of the ideal worker which is upheld by a variety of gender-neutral social practices. It is on the basis of this analysis that the image of the ideal manager suggests commitment as of one who is willing to put family obligations second to work-related obligations, creating an illusionary picture of the work place as a gender issue (Ely &Meyerson, 2000). Within this theme, the social practices still appear gender-neutral because everyone appears to be subjected to them, while the reality is that these social practices sabotage women who cannot be available for work all the time. 
Additionally, these social practices tend to affect men and women differently since they bear disproportionate responsibility between home and work, making it difficult for women to strike a balance between the private and mixed spheres of their lives. The split makes it even more difficult for women leaders who are married and of reproductive age to balance their mixed and private responsibilities, since they are still expected to play their cultural roles as mothers and wives over and above their commitment to their work as school leaders. This cultural split of responsibilities makes it difficult for women to work and therefore, leads to their being labelled as less task-oriented. Kiminini sub-county is a rural area where retrogressive cultural practices are still in strong force and therefore a study on gender representation served as an eye opener to stakeholders to be sensitive to gender equality issues.





[bookmark: _Toc103510124][bookmark: _Toc103510830]CHAPTER THREE
[bookmark: _Toc103510125][bookmark: _Toc103510831]RESEARCH DESIGN AND METHODOLOGY
[bookmark: _Toc103510126][bookmark: _Toc103510832]3.0 Introduction
This chapter focuses on procedures and methods of data collection. It comprises of the study area, research design, target population, sample and sampling techniques, research instruments, validity of research instruments, piloting for reliability, data collection procedures and data analysis.
[bookmark: _Toc103510127][bookmark: _Toc103510833]3.1 Study Area
The study was conducted in Kiminini Sub County of Trans Nzoia County. Kiminini Sub County is one of the five sub counties in the larger Trans Nzoia with an estimated surface area of 556km2 (Dev. Plan 2008). It borders Saboti & Cherangany Sub Counties on the southern part of Trans Nzoia County. The sub county has 48 mixed secondary schools served by 504 teachers of whom 270(56.96%) are female compared to 230(43.04%) are male.3.3 
[bookmark: _Toc103510128][bookmark: _Toc103510834]3.2 Research Paradigm
A research paradigm is a world view that provides ways of looking at life and is grounded in sets and assumptions about the nature of reality (Bobbie, 1998). The study adopted a pragmatic research paradigm as world views that arise out of actions, situations and consequences of gender representation in the head teacher leadership of mixed secondary schools in Kiminini Sub County. Pragmatism offers freedom to the researcher to choose the methods, techniques and procedures of research that best meet their needs and purposes (Cresswell, 2007). The researcher laid emphasis on the research problem of low participation of women in the head teacher leadership of mixed secondary schools in Kiminini Sub County and used both qualitative and quantitative methods to understand the problem. Results from the mixed methods were used side by side to reinforce each other and serve as a transformative purpose (Creswell & Plano Clark, 2007) of increasing participation of women in the headteacher leadership of mixed secondary schools.
[bookmark: _Toc103510129][bookmark: _Toc103510835]3.3 Research Design
The study adopted sequential explanatory mixed research design of collecting, analyzing and integrating both quantitative and qualitative data on gender representation of women in the headteacher leadership of mixed secondary schools in Kiminini Sub County (Creswell, 2009).Mixed research design is preferred in this case because of its ability to compare results from quantitative and qualitative data, and also to use qualitative data to help explain quantitative findings, among other advantages. The design enabled the researcher to describe characteristics of respondents in line with the prevailing situation of female leadership in this particular study area and draw a relationship between various data bearing in mind other unknown situations in the prevailing circumstances of female leadership in mixed secondary schools in Kiminini Sub County. 
[bookmark: _Toc103510130][bookmark: _Toc103510836]3.4 Target Population
According to Creswell (2013), a target population is a group of individuals with some common defining characteristic that the research can identify and study, within the target population. The target population comprised of 48 mixed secondary schools in Kiminini Sub County with 504 teachers, managed by 48 principals and deputy principals and overseen by 1 Sub County and 1 County Director of Education.
[bookmark: _Toc103510131][bookmark: _Toc103510837]3.5 Sample and Sampling Procedures
Sampling is a means of selecting a given number of subjects from a defined population as representative of the entire population. Kombo & Tromp (2006) define sampling as the procedure a researcher uses to select people, places or items to study. Of the 48 mixed secondary schools in Kiminini Sub County,3 is at county and 45 at sub county levels. A sample of 2 out of 3 county and 16 sub county schools were selected using simple random sampling technique (Table 1), making a total of 18 schools to be included in the study.
[bookmark: _Toc22565745][bookmark: _Toc73106491][bookmark: _Toc103509815][bookmark: _Toc103510132][bookmark: _Toc103510838]Table 1A: Sample of schools
	Category of School
	Total No. of mixed day Schools
	Sampling technique
	Total Sample

	County
	3
	Simple random
	2(66.67%)

	Sub County
	45
	Simple random
	16 (35.56%)

	Total No. of schools
	48
	
	18 (37.5%)


(Source –Kiminini Sub County School Records, 2019)

All principals in the18 sampled schools were purposively included in the study due to their experience on gender issues in schools coupled with circumstances they may have faced in their quest to the top leadership positions. Additionally, they can also share on strategies to enhance equal participation of both men and women in the headteacher leadership of mixed secondary schools. At least one deputy principal, two heads of department and four classroom teachers from sampled schools were included in the study to investigate their perception on female leaders and to establish circumstances around their ambition to ascend to headteacher leadership in mixed secondary schools in Kiminini Sub County. Finally, the county and sub county directors of education were purposively included in this study through a directed interview guide to investigate existence and adherence to gender policies and practices that govern promotion into the headteacher leadership of mixed secondary schools in Kiminini Sub County as shown in table 1B below.
[bookmark: _Toc73106492][bookmark: _Toc22565746][bookmark: _Toc103510133][bookmark: _Toc103510839][bookmark: _Toc73106493][bookmark: _Toc73106494]The study also analyzed succession of headship at two levels and the existing student council leadership at the level of president and deputy president in the sampled schools with a view to Investigate gender representation.

[bookmark: _Toc73106495][bookmark: _Toc103509816][bookmark: _Toc103510134][bookmark: _Toc103510840]Table 1B: Sample of respondents
	Category of Respondent
	Total No. in Sampled schools
	Sampling
technique
	Total No. of Respondents

	County Director of Education
	1
	Purposive
	1

	Sub county director of education
	1
	Purposive
	1

	Principals
	18
	Purposive
	18

	Deputy Principals
	18
	Purposive
	18

	Heads of Departments
	151
	Simple Random
	32

	senior Teachers
	186
	Simple Random
	64

	Total
	375
	
	134



[bookmark: _Toc372017737][bookmark: _Toc432508479][bookmark: _Toc432508626][bookmark: _Toc459897017][bookmark: _Toc7347559][bookmark: _Toc7552022][bookmark: _Toc12342342][bookmark: _Toc103510135][bookmark: _Toc103510841]3.6 Research Instruments
[bookmark: _Toc285197214][bookmark: _Toc291104988][bookmark: _Toc298430314][bookmark: _Toc322775358]The study used questionnaires and an interview schedule as the main instruments of data collection. However, in order to develop a comprehensive understanding of phenomena, content analysis was also used to investigate the practical gender representation in the sampled schools. Utilizing multiple data collection methods led to acceptance of reliability and validity when various sources of information were compared. 
[bookmark: _Toc7347560][bookmark: _Toc7552023][bookmark: _Toc12342343][bookmark: _Toc103510136][bookmark: _Toc103510842]3.6.1 Questionnaires
A questionnaire is a research tool for acquiring information on participant social characteristic, present and past behaviour, standards of behaviour or attitudes and their beliefs and reason for action with respect to the topic under investigation (Dörnyei, & Taguchi, 2009). A questionnaire was used because it is usually free from interview bias as the answers are in the respondents’ own words (Tesio, 2003). In this study questionnaires were administered to school principals, deputy principals, heads of departments and classroom teachers to establish familiarity and level of adherence with policy documents on gender equality; initiatives that focus on gender equality in appointment/promotion process; and socio-cultural issues/challenges affecting participation of women in the headteacher leadership of mixed secondary schools in Kiminini Sub-County. Closed-ended and open-ended questions were used.
[bookmark: _Toc7552026][bookmark: _Toc12342346][bookmark: _Toc103510137][bookmark: _Toc103510843]3.6.2 Interview Schedule for CDE and SCDE
[bookmark: _Toc12342348][bookmark: _Toc285197216][bookmark: _Toc291104990][bookmark: _Toc298430316][bookmark: _Toc322775360][bookmark: _Toc324555836][bookmark: _Toc359227935][bookmark: _Toc359228016]An interview is defined as a qualitative research technique which involves conducting intensive individual interviews with a small number of respondents to explore their perspectives on a particular idea, program or situation (Qu, & Dumay, 2011). This approach helped elicit responses that are meaningful and culturally salient to the participants as eluded by (Rowley, 2012). In this study the researcher purposively conducted an interview with the CDE(TSC) and SCDE particularly on the process of appointment/promotion of teachers into headship of mixed secondary schools with a view of establishing the level of adherence to gender policies and representation. They, from time to time, clarified any queries and provided additional related information that helped in responding to the research questions. 
[bookmark: _Toc103510138][bookmark: _Toc103510844]3.6.3 Document analysis schedule
Document analysis is a form of qualitative research in which documents are interpreted by the researcher to give voice and meaning around a topic (Bowen, 2009). In this research records of succession of headteacher leadership at two levels and statistics of student Council leadership at the level of president and deputy president were analysed with regard to gender. This was to establish compliance to gender requirements and deliberate measures towards gender balance in all the 18 sampled schools. Above all, the researcher maintained a high level of objectivity and sensitivity on gender representation to attain credibility and validity in the document analysis process.
[bookmark: _Toc7347566][bookmark: _Toc7552030][bookmark: _Toc12342349][bookmark: _Toc103510139][bookmark: _Toc103510845]3.7 Validity of Research Instruments
Validity is the degree of how appropriate the items actually measure what they are intended to measure or the extent to which a true and accurate measure of components of learning resources is possible or probable (Creswell, (2009).
The study will use content validity by discussing the items in the instruments with the supervisors, colleagues and other lecturers in the Moi University. The advice given by these people will assist the researcher to improve the validity of the research instruments and the necessary adjustments made. For the research instruments to be considered valid the content selected and included in the questionnaire and interview schedules must also be relevant to the variables being investigated (Zohrabi, 2013). This gives direction of performance in the actual study.
[bookmark: _Toc103510140][bookmark: _Toc103510846]3.7.1 Reliability of the Research Instruments
A pilot study in 7 schools in the neighbouring Saboti Sub County was randomly selected to test the reliability of the research instruments. Seven principals, seven deputy principals, 7 heads of departments and 7 teachers from sampled schools participated in the pilot study through a test-retest technique. This involved administering a test twice to the same group of respondents. The second administration was done after a time lapse of two weeks. Results were then compared and analysed, achieving a Pearson’s product moment correlation coefficient of 0. 812. This was good for reliability of the research instruments according to Creswell,2012 who considers a correlation coefficient of above 0.5 high enough to judge reliability of the research instruments (Creswell,2013).
[bookmark: _Toc103510141][bookmark: _Toc103510847]3.8 Data Collection Procedures
The researcher secured an introductory letter from Moi University, school of education, to seek a permit from the Ministry of Education Science and Technology to carry out research in mixed secondary schools in Kiminini Sub County. The permit was then used to secure further permission from the County Commissioner and County Director of Education to access and interact with respondents in sampled schools.
The researcher visited respective sampled schools to obtain samples of respondents and personally delivered copies of questionnaires to them for response. After responding, the questionnaires were collected for analysis, including responses to the interview with the CDE and Sub County Director of Education Kiminini Sub County at their places of work. This was convenient for the respondents given their busy schedule.
[bookmark: _Toc103510142][bookmark: _Toc103510848]3.8.1 Data Analysis
Data collected was coded and analysed using both descriptive and inferential statistics, with the help of the Statistical Package for Social Sciences (SPSS) version 22. Frequencies, percentages and means were used to present data collected from respondents and schools. Qualitative data emanating from the interview schedule and existing documents were subjected to content analysis anchored on adherence and compliance to gender representation policies and practices that govern promotion of teachers into the teacher headship positions in mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc103510143][bookmark: _Toc103510849]3.9 Ethical Issues
This refers to ethical standards and moral principles set to guide conduct in this study to curb malpractices in the process and to enhance the quality of the research. Resnick, D. B. (2015) alludes that it also supports important social and moral values in research. All the respondents involved in the process directly or indirectly were entitled to privacy right, guaranteed anonymity and confidentiality. In view of these rights the researcher worked within ethics of respect for all the people involved in the process and no distinction was made on the grounds of age, religion, political belief voluntary informed consent was upheld such that participants were given comprehensive information concerning the nature and purpose of the research in advance. 

[bookmark: _Toc103510144][bookmark: _Toc103510850]CHAPTER FOUR
[bookmark: _Toc103510145][bookmark: _Toc103510851]DATA PRESENTANTION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc103510146][bookmark: _Toc103510852]4.0 Introduction
The study focused on gender representation in the head teacher leadership in mixed secondary schools at Kiminini Sub County, Trans - Nzoia County. There were three objectives adopted  in the study , namely to: Evaluate the level of adherence to gender representation policies into the head teacher’s leadership in mixed secondary schools in Kiminini Sub-County, investigate initiatives that focus on gender equality in the headteacher leadership in mixed secondary schools in Kiminini Sub-County and determine socio-cultural challenges affecting participation of women as  headteachers in  leadership of mixed secondary schools in Kiminini Sub-County. The presentation of this chapter is based on the above objectives. 
[bookmark: _Toc103510147][bookmark: _Toc103510853]4.1 Questionnaire Return Rate
The study involved a total of 134 respondents. A total of 129 (96.3%) respondents returned questionnaires. Therefore, the questionnaire return rate was 96.3% which was quite high for acceptance for the findings to be credible.
[bookmark: _Toc103510148][bookmark: _Toc103510854]4.2 Demographic Data of Respondents
Demographic data of the respondents is presented in this section. The first aspect of respondents’ data was their category as shown in table 4.1.
[bookmark: _Toc73106510]

[bookmark: _Toc103509817][bookmark: _Toc103510149][bookmark: _Toc103510855]Table 4.1: Category of Respondents
	Category of Respondent
	Frequency 
	Percent 

	County Director of Education
	1
	0.8

	Sub county director of education
	1
	0.8

	Principals
	18
	14.2

	Deputy Principals
	18
	14.2

	Heads of Departments
	29
	22.8

	Senior Teachers
	60
	47.2

	Total
	127
	100.0


Source: Field Data (2020)
[bookmark: _Toc73106511][bookmark: _Toc103509958]Figure 4.1: Categories of Respondents

Table 4.1 revealed that the majority 60(47.2%) of the respondents involved in the study were teachers. This was due to the fact that there were many senior teachers in the schools than any other cadre of the management involved in this study. Consequently, the senior teachers sampled were inevitably higher than the rest of the cadres of respondents in representation. Similarly, the heads of departments were second in involvement since their numbers were considerably high in the sampled schools. The heads of department constituted 31(24%) of the respondents involved in the study. Furthermore, principals and deputy principals were equitably represented 18(13.2%) each. Therefore, the school management (principals and their deputies) constituted of 34(26.4%) of the respondents involved in the study.  There was only one County Director of Education (CDE) and one sub-county director of Education   involved in the study.  The foregoing presentation was summarized in figure 4.1.
The second aspect of respondents’ demographic data was gender. This was a very important variable in this study. Responses to this aspect are shown in table 4.2.

[bookmark: _Toc73106512][bookmark: _Toc103509818][bookmark: _Toc103510150][bookmark: _Toc103510856]Table 4.2: Respondents’ Gender
	Gender 
	Frequency 
	Percent 

	Male 
	89
	70.1

	Female 
	38
	29.9

	Total 
	127
	100.0


Source: Field Data (2020)
[bookmark: _Toc73106513][bookmark: _Toc103509959]Figure 4.2: Respondents’ Gender

Data in table 4.2 revealed that majority 89(70.1%) of the respondents involved in this study were male; an indication that mostly male teachers are promoted to leadership positions compared to their female counterparts who only constituted of 38(29.9%) of the respondents. This also implies that more than three quarters of the leadership or management positions in mixed secondary schools in Kiminini Sub-County were male. The above presentations were summarized in figure 4.2.
Respondents’ teaching experience was also studied as a demographic data. Responses to this aspect are shown in table 4.3.

[bookmark: _Toc73106514][bookmark: _Toc103509819][bookmark: _Toc103510151][bookmark: _Toc103510857]Table 4.3: Respondents’ Teaching Experience
	Period in years
	Frequency 
	Percent 

	Less than 5
	2
	1.6

	5-10
	25
	19.7

	More than 10
	100
	78.7

	Total 
	127
	100.0


Source: Field Data (2020)

[bookmark: _Toc73106515][bookmark: _Toc103509960]Figure4.3: Respondents’ Teaching Experience

Data presented in table 4.3 indicates majority of the teachers promoted to the leadership positions had to have taught for quite some time, preferably above ten (10) years. This was also corroborated by the interview scheduled responses by County Director of Education who reiterated experience criteria during the promotion. As a result, the study established that 100(78.7%) of the respondents involved in the study had a teaching experience of above ten years. This implies that for one to have been considered for promotion as a head teacher, deputy head teacher, head of department or senior teacher teaching experience played a key role. Interviews with the key respondents revealed that majority of the female teachers did not have more experience as compared to their male counterparts thus paucity of women in leadership in mixed secondary schools in Kiminini Sub- County.
However, 25(19.7%) of the respondents had taught for a period of 5-10 years as 2(1.6%) reported to had taught for less than five years. The two categories of respondents were mostly found in single streamed   or recently started schools. With such varied respondents, findings of this study are bound to agree due to the experience of teachers who have served for a reasonably good number of years
The above data can be summarized in figure 4.3.
Another aspect of respondents’ responsibility was length of stay in their responsibility. Table 4.4 presents the responses on length of stay. 
[bookmark: _Toc73106516][bookmark: _Toc103509820][bookmark: _Toc103510152][bookmark: _Toc103510858]Table 4.4: Respondents’ length of stay
	Length of stay in years
	Frequency 
	Percent 

	Less than 2 years
	8
	6.3

	3-5years
	35
	27.6

	6years and above
	84
	66.1

	Total 
	127
	100.0


Source: Field Data (2020)
[bookmark: _Toc73106517][bookmark: _Toc103509961]Figure 4.4: Length of Stay in Current Responsibility

From table 4.4, it is evident that majority 86(66.1%) had served in their positions of responsibility for a period of six (6) and above years. This is an indication that the respondents had tangible experience in their capacities and would provide credible data sought by the researcher. The period of 3-5 years had 35(27.6%) of the respondents as those who had worked for less than two years constituted 8(6.3%).
The above data can be summarized in figure 4.4.
Teachers’ qualifications were also sought by the study. Data on this is shown in table 4.5.
[bookmark: _Toc73106518][bookmark: _Toc103509821][bookmark: _Toc103510153][bookmark: _Toc103510859]Table 4.5: Teachers’ Qualification
	Qualification 
	Frequency 
	Percent 

	Diploma 
	45
	35.4

	Degree 
	78
	61.4

	Masters 
	4
	3.2

	Total 
	127
	100.0


Source: Field Data (2020)
[bookmark: _Toc73106519][bookmark: _Toc103509962]Figure 4.5: Teachers’ Qualifications


Data in table 4.5 shows that majority 78(61.4%) of the respondents involved in the study were degree holders. In addition, 45(35.4%) of the respondents involved study were diploma holders. Furthermore, 4(3.2%) of the respondents involved in the study had master’s degree. This data can as well be summarized in figure 4.5.
The last aspect of respondents’ demographic data was on category of schools. Responses on this are shown in table 4.6.
[bookmark: _Toc73106520][bookmark: _Toc103509822][bookmark: _Toc103510154][bookmark: _Toc103510860]Table 4.6: Respondents in their respective category of schools
	School Category 
	Frequency 
	Respondents
	Percent 

	County 
	2
	16
	12.6

	Sub-county 
	16
	111
	87.4

	Total 
	18
	127
	100.0


Source: Field Data (2020)
[bookmark: _Toc73106521][bookmark: _Toc103509963]Figure 4.6: School Category

Data in table 4.6 indicates that majority 111(87.4%) of the respondents taught in sub county schools. This was attributed to the fact that sub county schools are many as compared to county schools. It is important to note that none of them is girls or boys only. This information can be summarized in figure 4.6.
[bookmark: _Toc73106522][bookmark: _Toc103510155][bookmark: _Toc103510861]4.3 Level of Adherence to Gender Representation Policies into the Headteacher Leadership
[bookmark: _Toc73106523][bookmark: _Toc103510156][bookmark: _Toc103510862]The first objective of the study was to evaluate the level of adherence to gender representation policies into the headteacher leadership of mixed secondary schools in Kiminini sub-county. Respondents were subjected to a number of items regarding this objective. A four-point Likert scale was used to rate the extent of respondents’ adherence to gender representation policies into the headteacher leadership of mixed secondary schools in Kiminini sub-county as: Very Familiar (VF), Familiar (F), Unfamiliar (U), and Very Unfamiliar (VU). Their responses are summarized in table 4.7.
[bookmark: _Toc73106524][bookmark: _Toc103509823][bookmark: _Toc103510157][bookmark: _Toc103510863]Table 4.7: Respondents’ Familiarity with Legal and Policy Statements on 
	Legal and policy statements on gender 
	F
	U

	Gender policy in education (2007)
	30(23.6%)
	97(76.4%)

	Constitution of Kenya (2010) 
	106(83.5%)
	21(16.5%)

	Basic education Act No. 14 of 2013 
	85(66.9%)
	42(33.1%)

	Sessional paper No. 14 of 2012 
	15(11.8%)
	112(88.2%)

	National Education Sector Plan (2014-2018)
	7(5.5%)
	120(94.5%)

	Education For All (EFA) Goals
	75(59.1%)
	52(40.9%)

	Millennium Development Goals (MDG’s) 
	83(65.4%)
	44(34.6%)

	Sustainable Development Goals (SDG’s)
	55(43.3%)
	72(56.7%)


Source: Field Data (2020)


Table 4.7 shows that majority 97(76.4%) of the respondents involved in the study were Unfamiliar with the Gender Policy in Education (2007). The Ministry of Education (MOE) in collaboration with other partners developed a   gender policy in 2007 with an objective of addressing critical issues related to gender and education. The purpose of the policy was to provide a roadmap for the MOE and stakeholders towards the achievement of gender parity in ensuring that both boys and girls, men and women participate equally in learning and management of education at all levels(Republic of Kenya,2007).Parsaloi (2012) in a study on factors hindering deployment of female teachers to headship positions in public primary schools in Namable sub county, alluded that despite this gender policy, the management of  both public primary and secondary schools in Kenya indicates male dominance. This calls for serious and continued sensitization of The Gender Policy, 2007 with teachers who are the major stakeholders in order to enhance its increased implementation with a view of reducing glaring gender gaps particularly at the level of headship in mixed secondary schools in Kiminini Sub County.
However, 30(23.6%) of the respondents involved in the study said that they were familiar with the Gender Policy in Education (2007). It was interesting to note that the number that confessed familiarity with the gender policy (2007) is not even equivalent to the number of deputies and principals who participated in the study. It is therefore likely that some principals and deputies who constitute a key structure of governance and management in mixed secondary schools in Kiminini sub county are not familiar with the Gender Policy in Education (2007); an indication that implementation of the same was difficult since one cannot implement what she/he is not familiar with. Additionally, Catherine (2019) in examining Gender Safety in Schools in Kirinyaga county observed that translating policy on gender and education into practice that enacts gender equality required considerable resources in terms of money, time, skill, support and opportunities for critical reflection and communication way beyond that planned for and provided.
The foregoing presentation can be summarized in figure 4.7.
[bookmark: _Toc73106525][bookmark: _Toc103509964]Figure 4.7: Familiarity with Gender policy in education (2007)


The second item was the extent to which respondents were familiar with the Constitution of Kenya, 2010. It is evident from table 4.7 that majority 106(83.5%) of the respondents involved in the study were familiar, while 21(16.5%) of the respondents were unfamiliar with the constitution of Kenya, 2010. There is recognition that majority of the respondents involved in this study were familiar with the Constitution of Kenya, 2010, however whether this familiarity has an impact on the gender parity in respective schools is a prime area for further research. Osumbah et al (2011) established that glaring gaps in top management positions in Kenya still persist. For example, in Kenya, article 27(8) obligates the state to implement the principle that not more than two thirds of members of elective and appointive bodies shall be of the same gender (Republic of Kenya, 2010).In a recent episode, asked whether parliament should be dissolved for failing to pass the two-thirds gender rule, one law maker remarked “some lawmakers are opposed to the bill and would do everything to frustrate its enactment and implementation for the sake of women. I don’t understand why anyone would be against efforts to enhance representation of women in this country” (Thursday, August 6,2020). This implies that even a section of law makers are opposed to the constitutional requirement seeking to address the issue of gender parity in both elective and appointive positions.
The 21(16.5%) who were unfamiliar with the constitution of Kenya,2010 indicate some level of ignorance and lack of sensitization among teachers. The Kenya government is committed to providing equal opportunities and quality education for all as enshrined in the various international, regional and national legal policy documents. The commitment of the Government of Kenya to attain gender equality is clearly spelt out the constitution, article27(3-8), on equality and freedom from discrimination. This understanding is very key for teachers, deputy principals and principals who are at the frontline of education to interpret and implement the goals of gender equity in their respective schools. Therefore, those respondents who were unfamiliar with the constitution point towards low or minimal implementation of gender equality in their respective mixed secondary schools in Kiminini sub county. The above findings about the extent of familiarity of the respondents with the constitution of Kenya can be summarized in figure 4. 8.
[bookmark: _Toc73106526][bookmark: _Toc103509965]Figure 4.8: Extent of Familiarity of the Respondents with the Constitution of Kenya


The third item was on Basic Education Act No. 14 of 2013. Table 4.7 shows that majority 70(55.1%) of the respondents were familiar with Basic Education Act No. 14 of 2013. In addition, 15(11.8%) of the respondents were very familiar. Cumulatively, 85(66.9%) of the respondents had good knowledge about the Basic Education Act No. 14 of 2013.The Basic Education Act No.14 of 2013 is an act of parliament giving effect to Article 53 of the constitution on the rights of children, and therefore its familiarity with curriculum implementers is largely important. A key principle related to this study is clause (p) on elimination of gender discrimination, corporal punishment or any form of cruel and inhuman treatment or torture (Basic Education Act No.14 of 2013).The researcher holds the view that knowledge and understanding of The Basic Education Act No.14 of 2013 by Teachers, HOD’s, Deputy’s Principals and Principals would enable them to implement pertinent issues contained and specifically on gender equality.
However, 42(33.1%) of the respondents reported that they were unfamiliar with the Basic Education Act No. 14 of 2013.This meant they were ignorant and therefore liable to committing crimes against the act and falling prey of Part( xii )on general provisions where any person who commits an offence under this act for which no other penalty is provided is liable to a fine not exceeding two hundred thousand shillings or a term of imprisonment not exceeding twelve months or both(Basic Education Act No. 14 of 2013).
The above data can be represented in figure 4.9
[bookmark: _Toc73106527][bookmark: _Toc103509966]Figure 4.9: Extent of Respondents’ Familiarity with the Basic education Act No. 14 of 2013


Respondents were also investigated on the extent of familiarity with Sessional paper No. 14 of 2012; a policy framework on reforming education and training sector in Kenya through legislation enacted by parliament to provide the necessary legal and regulatory framework for education reform and to align the education sector to the constitution of Kenya, 2010.This reform in education and training shifted emphasis from knowledge reproduction to knowledge production. Contained in the Sessional Paper No. 14 of 2012, education is seen as the primary means of social mobility, national cohesion and socio-economic development.
Table 4.7 shows that majority 112(88.2%) of the respondents reported that they were unfamiliar with the Sessional paper No. 14 of 2012. As such implementation of policies contained in the sessional paper on education in mixed secondary schools by respondents would not be tenable, and especially those touching on gender and gender equality issues.
Only15(11.8%) of the respondents involved in the study claimed to be familiar with the Sessional paper No. 14 of 2012, and this in addition implies minimal impact and implementation in mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc73106528][bookmark: _Toc103509967]Figure 4.10: Respondents’ Familiarity with the Sessional paper No. 14 of 2012

Respondents were subjected to an item on the extent of familiarity with the National Education Sector Plan (2014-2018). The MOE developed the National Education Sector Plan (14-18) to guide the development and training sector, citing policy goals, objectives, major challenges and proposes strategies and financing options for the realization of such goals and objectives over a period of five years. It is an all-inclusive and sector-wide plan with the overarching goal of quality education for Kenya’s sustainable development. In this document, emphasis is on all levels of education and training with special focus on improvement of education quality, relevance, access, equity, sector governance and accountability, as well as social competences and values. As indicated in Table 4.7, only 7(5.5%) of the respondents in this study alluded familiarity with the NESP. The researcher noted that all the 7 respondents were Principals. This implies ignorance of the content of the NESP and yet it should guide all curriculum implementers in pedagogy and achievement of objectives. Majority120(94.5%) of the respondents reiterated or asserted   unfamiliarity with NESP. This shows that many teachers are ignorant of NESP and its objective, consequently making implementation very difficult.
[bookmark: _Toc73106529][bookmark: _Toc103509968]Figure 4.11: Respondents’ Familiarity of the National Education Sector Plan (2014-2018)

Familiarity/unfamiliarity with Education for All (EFA) goals were also studied. Majority75 (59.1%) of the respondents were familiar, whereas 52(40.9%) were unfamiliar with EFA goals. EFA is a global movement led by UNESCO, aiming to meet the learning need of all children, youths and adults by 2015. EFA was adapted by the Dakar framework in April 2000 at the world education forum in Senegal, Africa, with a goal that all children would receive primary education by 2015.EFA goals contribute to the global pursuit of the eight MDG’s especially No. 2 on universal primary education and No. 3 on gender equality in education by 2015.These findings indicate that the implementation of the EFA goals by those in school leadership positions would not be done especially with regard to gender. 

[bookmark: _Toc73106530][bookmark: _Toc103509969]Figure 4.12: Respondents’ Familiarity with the Education for all (EFA) goals


Respondents were asked to declare familiarity/unfamiliarity with Millennium Development Goals (MDG’s). MDG’s are asset of goals, targets and indicators contained in the Millennium Declaration signed and adapted by189 heads of states as a way to lead to human improvements in the new millennium. The MDG’s became the world greatest promise to the world most vulnerable people. Goal number 3 aims at promoting gender equality and empowering women. as indicated in table 4.7, 83(65.4%) of the respondents were familiar with MDG’s whereas 44(34.6%) were unfamiliar. 
[bookmark: _Toc73106531][bookmark: _Toc103509970]Figure 4.13: Respondents’ Familiarity with the Millennium Development Goals (MDGs)

The last item on familiarity was on Sustainable Development Goals (SDGs). Majority 68(53.5%) of the respondents were unfamiliar with the Sustainable Development Goals (SDGs). Additionally, 4(3.1%) of the respondents were very unfamiliar with the Sustainable Development Goals (SDGs). This was an indication that Sustainable
Development Goals (SDGs) would not be fully implemented in the studied schools. This limitation was, however, not found with some of the respondents as indicated by 5(3.9%) who were very familiar and 50(39.4%) who were familiar with Sustainable Development?  Goals(SDG’s). This can further be represented in figure4.14.
[bookmark: _Toc73106532][bookmark: _Toc103509971]Figure 4.14: Respondents’ Familiarity with the Sustainable Development Goals (SDGs)

[bookmark: _Toc73106533][bookmark: _Toc103509824][bookmark: _Toc103510158][bookmark: _Toc103510864]Table 4.8: Response on initiatives that focus in the head teacher leadership in Kiminini Sub County.
	Initiatives that focus on gender in head teacher leadership
	A
	D
	

	There are continuous leadership development programs to ensure gender equity 
	0(0.0%)
	127(100%)
	

	There is gender balance in the composition of BOM’s, KESSHA, Councils and the general administration of mixed secondary schools
	9(6.7%)
	118(93.3%)
	

	There is gender responsive management and governance structures in education sector.
	24(18.9%)
	103(81.1%)
	

	There are sensitization trainings on legal framework concerning gender representation. 
	27(21.3%)
	100(78.7%)
	

	There are sensitization trainings on gender mainstreaming issues.
	30(23.6%)
	97(76.4%)
	

	There are sensitization trainings on gender specific issues
	80(63.0%)
	34(37.0%)
	



Table 4.8 reveals that all the 127 (100%) of the respondents reiterated the absence of continuous leadership development programs in mixed secondary schools to ensure gender equality. This is sharply in contravention of the Education and Training Sector Gender Policy (2015) in which Kenya joined other countries in signing international conventions and agreements in an effort to address the negative impact of gender inequalities through which chapter 8 of the policy captures implementation framework, stating that the policy be implemented within existing administrative framework of the MOE, science and technology. The above response implies low or even absence of continuous leadership development programs in mixed secondary schools in Kiminini Sub County. The researcher lays emphasis on the fact that these programs are continuous for purposes of effectiveness and consistency which apparently is lacking.
[bookmark: _Toc73106534][bookmark: _Toc103509972]Figure 4.15: Response on whether there are continuous leadership programs to ensure gender equity

On whether there is gender balance in the composition of BOM’s, KESSHA and student councils, only 9(6.7%)of the respondents agreed that there was gender balance in their composition while many respondents 118(93.3%) disagreed on this. This implied that BOM’s, KESSHA and even student councils lacked the gender requirement obligated in article 27(8) of the constitution of Kenya ,2010 even in such key structures of governance in the education sector. One of the strategies to be strengthened in order to enhance gender responsiveness in governance, management and research in the education sector is to ensure gender balancing in the composition of BOM’s, councils and administration of educational institutions (Education and Training Sector Gender Policy,2015).
[bookmark: _Toc73106535][bookmark: _Toc103509973]Figure 4.16: Response on whether there is gender balance in the composition of BOM’s KESSHA, councils and general administration of mixed secondary schools

103(81.1%) of the respondents strongly disagreed with the statement that there were gender responsive management and governance structures in education, while only 24(18.9%) agreed. Chapter 8 of The Education and Training Sector Gender Policy captures its implementation framework within the MOE, Science and Technology. For instance, at the county/sub county level offices, there should be a gender officer responsible for gender mainstreaming at the work place and also be responsible for collating all reports in relation to gender mainstreaming in schools, well as providing leadership in the formulation of institutional gender policies, coordination and implementation of gender programmes and activities in their areas of jurisdiction. The policy stipulates that for effective implementation of the gender policy, capacity development of staff be effected through training and mentoring through incorporating gender equality and gender sensitive content into all programmes/ trainings at all levels, with a goal to eliminate gender inequalities. (Education and Training Sector Gender Policy, 2015 chapter 4). Respondents who disagreed were therefore ignorant of the gender responsive management and governance structures in the education at county and sub county levels.
[bookmark: _Toc73106536][bookmark: _Toc103509974]Figure 4.17: Response on whether there is gender responsive management and governance structure in education sector

 Additionally, 100(78.7%) of respondents refuted that there were sensitization trainings on legal framework concerning gender representation. However, a reasonable 27(21.3%) agreed with the fact that there were sensitization trainings on gender mainstreaming issues in mixed secondary schools in Kiminini Sub County. Still on sensitization trainings addressing gender mainstreaming issues, 97(76.3%) of the respondents disagreed and strongly disagreed. The Sessional Paper No.14 of 2012 on Reforming Education and Training Sectors in Kenya provides for mentoring, moulding and nurturing of national values, in view of the contemporary and emerging issues that affect the delivery of quality education and to provide an avenue through which life-skills, principles and values for personal, social and economic development are propagated. One of the ways to   achieve this is to develop advocacy, sensitization and empowerment programmes on gender equality in education for stakeholders and communities with a goal to integrate gender-responsive, nurturing and mentoring aspects in delivery of education (Education and Training Sector Gender Policy, 2015 chapter 6).The above response implies that sensitization trainings are rather absent and especially those on gender mainstreaming issues.
[bookmark: _Toc73106537][bookmark: _Toc103509975]Figure 4.18: Response on whether there are sensitization trainings on legal framework concerning gender representation.

On the other hand,80(63.0%) of the respondents agreed that there were sensitization trainings on gender specific issues where most principals alluded in their commentary that they were mainly offered during counselling sessions that are key in mixed secondary schools particularly on challenges of adolescence. Principals said that learners, both boys and girls were faced with numerous personal challenges that required specific life-skills and values in order to facilitate decision making and problem solving, adding that they occasionally involved external counselling facilitators and that this had a cost implication. However,47(37.0%) disagreed on the presence of sensitization trainings on gender specific issues in mixed secondary schools in Kiminini sub county. This is a significant pointer towards the absence of the sensitization trainings especially on gender specific issues and the effects thereof.
[bookmark: _Toc73106538][bookmark: _Toc103509976]Fig.4.19: Response on whether there are sensitization trainings on gender specific issues

[bookmark: _Toc73106539][bookmark: _Toc103509825][bookmark: _Toc103510159]

[bookmark: _Toc103510865]Table 4.9 Response on socio cultural responsibilities affecting women active participation in mixed secondary school’s headship
	Statements 
	A 
	D 
	U 

	Marriage hinders active participation of women in management positions 
	35(27.6%)
	92(72.4%)
	

	Parenting hinders active participation of women in management positions 
	86(67.7%)
	33(25.9%)
	8(6.4%)

	Home care hinders active participation of women in management positions 
	30(23.6%)
	92(72.5%)
	5(23.6%)

	Management is stereotyped as masculine
	62(48.8%)
	58(45.7%)
	7(5.5%)

	Discouragement from male colleagues make women not take up management positions
	65(51.2%)
	62(48.8%)
	

	Women are discriminated in promotion to management positions
	110(86.6%)
	17(13.4%)
	

	Discouragement from spouses make women not to take up management positions
	109(85.7%)
	18(14.2%)
	



In table 4.9, many 92(72.4%) respondents disagreed that marriage hinders active participation of women in management positions. As 35(27.6%) respondents agreed that marriage hindered active participation of women in management positions, 32(91.4%) of them were male and only3(8.6%) were female. This reveals divergent views between male and female respondents on marriage and leadership, confirming the findings of Ngan (2011) that the institution of marriage as a cultural practice be redefined to promote equal decision for both partners and that male and female be re oriented to view marriage as an institution that will not hinder women from assuming leadership roles in mixed secondary schools.
[bookmark: _Toc73106540][bookmark: _Toc103509977]Figure 4.20: Response on whether marriage hinders active participation of women in management positions.

On parenting as a hindrance to active participation of women in management positions majorly 86(67.7%) disagreed and only 33(25.9%) agreed and 8(6.4%) were undecided. Of those who agreed 30(90.9%) were male and only 3(9.1%) were female. There are dissenting voices from female respondents that parenting is a hindrance to active participation of women in management positions. On the contrary, of those who consented with the statement, was a high percentage 30(90.9%) of male respondents. This conforms to the social role theory which argues that the beliefs people hold about sexes are derived from observations of the role performances of men and women and thus reflect the sexual division of labour and gender hierarchy of the society (Eckes&Trautner,2000).
[bookmark: _Toc73106541][bookmark: _Toc103509978]Figure 4.21: Response on whether parenting hinders active participation of women in management positions

Looking at whether home care hindered active participation of women in management positions,30(23.6%) respondents who participated in this study agreed; while 92(72.5%) disagreed and 5(3.9%) were undecided. Interestingly, all those who consented with this statement were male. Muraya (2015) in a study on Gender and Leadership alluded that, “in Kenya, while managers considered gender to be “a non-issue”, the role of women as child bearers and nurturers had a significant implication on appointment into leadership positions and career progression”.
[bookmark: _Toc73106542][bookmark: _Toc103509979]Figure 4.22: Response on whether home care hinders active participation of women in management positions

On management being stereotyped as masculine, 62(48.8%) respondents agreed, 7(5.5%) were undecided and 58(45.7%) disagreed. Of those who agreed, 34(54.8%) were female and they included all the female principals who participated in the study. This implies that gender beliefs and stereotypes clearly influence how men and women are perceived with regard to leadership. Koenig & Eagly (2014), affirm through the social role theory that gender stereotypes derive from discrepant distribution of men and women into social roles both in the home and at work. Stereotypes can induce faulty assessment of people based on generalization from beliefs about a cohort that do not correspond to their unique qualities (Fiske &Taylor,2013).This confirms the work of social role theory in addition to the role congruity theory by Eagly & Karau(2002) which considers two forms of prejudice against women; first, the role of a leader  being defined in a masculine framework and the gender role of women, stating that this perceived incongruity leads to the prejudice of women as not fit in leadership roles, and in this case in mixed  secondary schools where there are both girls and Boys.
[bookmark: _Toc73106543][bookmark: _Toc103509980]Figure 4.23: Response on whether management is stereotyped as masculine

In response to the statement “discouragement from male colleagues makes women not take up management positions”, 65(51.2%) respondents agreed and 62(48.8%) disagreed, almost in equal numbers but interesting to note that of those who agreed were all the 38 female respondents and this included all female principals who participated in the study. This indicates that gender biases prevailed with regard to perceptions of leadership; confirming the findings of Burton and Weiner (2016) that participants are influenced by gendered feedback.
[bookmark: _Toc73106544][bookmark: _Toc103509981]Figure 4.24: Response on whether discouragement from male colleagues makes women not take up management positions

To the question of discrimination against women in promotion to management positions, majority 110(86.6%) agreed while 17(13.4%) only male respondents disagreed. A clear confirmation of discrimination and resistance against women leadership as described by Alice E. and Linda L.C (2009) on women and the labyrinth of leadership which established that there existed a set of widely shared conscious and unconscious mental associations about men, women and leadership. Discrimination has been identified through research by women as a barrier with regard to school leadership (Nichols& Nichols,2014).



[bookmark: _Toc73106545][bookmark: _Toc103509982]Figure 4.25: Response on whether women are discriminated against in promotion to management positions

On discouragement from spouses making women not to take up management positions, 109(85.7%) agreed as 18(14.2%) only male respondents disagreed; among them all male principals who participated in the study. By disagreeing, male principals were civilized and in concurrence that leadership is for both male and female. This highlights the social theory which was used as a framework to help understand cultural and structural barriers (Eagly,2000).It further focuses on two constructs that are attributed to the conduct of men and women as related to their gender; communal for women which conveys a compassionate treatment of others, and agentic for men which conveys assertion and control thus associated with effective leadership. As a result, women leaders find themselves in a double mind. If they are highly communal, women may be criticized for not being agentic enough. But if they highly agentic, they may be criticized for lacking communion. Either way, this may leave an impression that women don’t have” the right stuff “for leadership (Alice E.&Linda L.,2007), and this is indeed discouraging.
[bookmark: _Toc73106546][bookmark: _Toc103509983]Figure 4.26: Response on whether discouragement from spouses makes women not to take up management positions

[bookmark: _Toc73106547][bookmark: _Toc103509826][bookmark: _Toc103510160][bookmark: _Toc103510866]Table 4.10 Response for reasons for lack of interest in management positions by women.
	Reasons for lack of interest in management positions
	A
	D

	Appointment into headship favours both male and female teachers equally in mixed secondary schools.
	16(12.6%)
	111(87.4%)

	Low self-esteem discourages women from managing mixed secondary schools.
	8(6.3%)
	119(93.7%)

	Lack of assertiveness discourages women from managing mixed secondary schools.
	7(5.5%)
	120(94.5%)

	Fear of responsibility challenges discourage women from management positions in mixed secondary schools.
	20(15.7%)
	61(48.0%)

	There is deliberate effort to encourage more women to venture into headship of mixed secondary schools.
	67(52.8%)
	60(47.2%)



The findings in Table 4.10 on reasons for lack of interest by women in management positions,111(87.4%) respondents disagreed with the statement “appointment into headship favours both male and female teachers equally in mixed secondary schools while 16(12.6%) only respondents agreed. This demonstrates lack of confidence in the appointment/ promotion process felt by both male and female teachers in mixed secondary schools in Kiminini Sub County. Research findings by Coleman (2009) indicated that women can be devalued and deprived of leadership opportunities because of unfair selection or promotion procedures. The study by Coleman (2009) further revealed that organizations tended to hire or promote those candidates who resembled them. Therefore, where positions of authority were male dominated, women were under represented in leadership and thus selection process often favoured men. The findings by Coleman also revealed that the unfairness in the selection process resulted from women being judged informally and subjectively on basis of perceived suitability for the post or for promotion by criteria such as age, relevance of experience and ability to ’fit in’. All these prejudices and biases restricted women opportunities to access and participation in leadership.


[bookmark: _Toc103509984][bookmark: _Toc103510161][bookmark: _Toc103510867]Figure 4.27: Response on whether appointment into headship favours both male and female teachers equally in mixed secondary schools

On low self-esteem discouraging women from managing mixed secondary schools, almost all 119(93.7%) respondents disagreed while a small number 8(6.3%) agreed that low self-esteem discourages women from management positions. Self-esteem is the value an individual place on themselves relative to others. It is also what one believes and feels about themselves. It can also mean accepting one’s weaknesses as well as strengths, and that one feels they deserve the respect from others. With self-esteem, one learns to build on strengths and to compensate for weaknesses. A positive self-esteem can influence one’s performance of tasks in various situations in life including success in leadership (Mutuma, 2007). The response from almost all respondents except 8, implied that teachers involved in the study rate women as having positive self-esteem that may influence positive skills in school headship in mixed secondary schools in Kiminini Sub County.
[bookmark: _Toc73106548][bookmark: _Toc103509985]Figure 4.28: Response on whether low self-esteem discourages women from managing mixed secondary schools

On the question of lack of assertiveness discouraging women from managing mixed secondary schools, a large number 120(94.5%) disagreed, while7(5.5%) were undecided and none of the respondents agreed with this statement. This was in agreement with a study by (Tailor & Hood, 2011;Brinia;2012;Elesser & Lever, 2011), revealed that women leaders, as compared with men, are perceived as more intelligent, better decision-makers, more hard-working, ambitious, confident, having better communication skills, and being honest and supportive. It is further noted that this response contrasts a study by Osumbah (2011) that women were perceived to be less assertive, reluctant to hold power, lack self-confidence, are unwilling to play the game or work the system, do not apply for jobs and even when in a job, do not apply for line positions.
[bookmark: _Toc73106549][bookmark: _Toc103509986]Figure 4.29: Response on whether lack of assertiveness discourages women from managing mixed secondary schools

Response to the statement “fear of responsibility challenge discourages women from management positions in mixed secondary schools.” A significant number 46(36.2%) of respondents were undecided and majority 61(48.0%) disagreed with the statement. It was interesting to note that the 20(15.7%) who agreed that fear of responsibility challenges discouraged women from managerial positions in mixed secondary schools in Kiminini sub-county were all male respondents. This implies that women respondents have dissenting views from those of men with regard to fear of responsibility challenges discouraging women from management positions in mixed secondary schools in Kiminini sub county. The above response shows that while school leadership presents a social environment epitomizing higher levels of civilization, the cultural stereotyping and embedded traditions, greatly influence the attitude held about women in leadership. Kanya and Said (2014) in their research on challenges facing women in leadership alluded that women leaders suffer the challenge of perception; such as women in leadership are unstable workers. Due to the pressure society puts on them as managers, they are forced to obtain success at any cost. They sometimes have to be aggressive to be able to survive in the” muscular “world of management. This, according to the researcher, is bravery and not fear.
[bookmark: _Toc73106550][bookmark: _Toc103509987]Figure 4.30: Response on whether fear of responsibility challenges discourage women from management positions in mixed secondary schools.

Concerning whether there is deliberate effort to encourage women to venture into the headship of mixed secondary 67(52.8%) of the respondents agreed while 60(47.2%) disagreed. The researcher holds the view that those who agreed must have recognized that there has been improvement in policy and legislative framework for gender equality in the world of work and enforcement of laws. Such policy documents include; Gender Policy in Education (2007); The Constitution of Kenya (2010); Basic Education Act No.14 of 2013; Sessional Paper No.14 of 2012; National Education Sector Plan (2014—2018); Education for All (EFA) Goals; Millennium Development Goals (MDG’s) and Sustainable Development Goals (SDG’s); among others. Therefore, there was need for deliberate effort by the Teachers Service Commission (TSC) and The Ministry of Education (MOE) to ensure gender sensitivity and practice of equal opportunity policy for women to benefit from the policy. On the contrary, the 60(47.2%) who disagreed must have focused on continued marginalization of women in top positions .This is in tandem with a survey by the Ministry of  Gender(2009) that revealed that women continue to be marginalized in many areas, especially in the sphere of leadership and decision making, adding that moreover, the management of public primary and secondary schools, including appointment of head teachers, deputy head teachers, senior teachers and heads of departments shows a trend of general inequalities in gender representation in favour of men resulting in glaring gender gaps(Barmao,2013;Onyango, et al,.2011;Republic of Kenya,2012).Similar views were expressed in a study conducted by Moorosi (2010)on South African female Principals career path who argued that the extent to which equal opportunity policy interventions for advancement of female teachers to principal ship were put in place and achievements were not explored. The findings also revealed that equal opportunities policy was enshrined in law but female teachers were not reaping rewards of equal opportunity enactment. This could imply that policy makers were not aware of gender specific hindrances in accessing school headship positions in order to draw policies that were gender responsive. Even after formulating the policies there was need to put machinery in place for monitoring and evaluation to ensure that the right procedure was followed in selection and deployment to headship positions.
[bookmark: _Toc73106551][bookmark: _Toc103509988]Figure 4.31: Response on whether there is deliberate effort to encourage more women to venture into headship of mixed secondary schools.

[bookmark: _Toc73106552][bookmark: _Toc103510162][bookmark: _Toc103510868]Responses to the interview with county and sub county directors of Education
Both the county and sub county directors confirmed the existence of initiatives to address gender representation and equity in mixed secondary schools. They emphasized policy documents aimed at eliminating gender disparities and inequalities in education; creating a gender responsive learning and work environment; and enhancing gender sensitive and responsive governance and management in the education sector which should trickle down to mixed schools.
Such policy documents as mentioned by CDE and SDE include: - Gender Education Policy (2007), Constitution of Kenya, 2010; Basic Education Act ,2013; among others. They further admitted that despite guidance on gender issues enshrined in policy documents, schools lacked the requisite gender standards in the mentioned policy documents. Narrowing down to headship positions, the county director of education reiterated that the process involved many other players such as the school sponsor, the community and political interference. This made it very difficult to attain the objectives of reducing gender inequalities in access, participation and achievement at all levels of education especially in the management of mixed secondary schools.
On female leadership in mixed secondary schools, the CDE emphasized equal opportunities as stipulated in policy documents, adding that so far, female principals had done as well as male principals in mixed secondary schools. The sub county director of education on the other hand alluded to the existing gender gap among principals in Kiminini sub county citing two reasons
i) Sub county schools were all mixed and majorly serving local communities; full of stereotypes about women in leadership.
ii) Other players such as school church sponsor, political influence etc.
On initiatives championed in secondary schools regarding gender mainstreaming to enhance participation of women in leadership among teachers and students, the CDE confirmed existence of the gender structure in education management, revealing that it included gender officers responsible for gender mainstreaming in all schools at both county and sub county levels. Such officers, apart from collating reports in relation to gender mainstreaming in schools, were also responsible for providing leadership in the formulation of institutional gender policies, coordination and implementation of gender programmes and activities in their area of Jurisdiction, said the CDE.  The sub county director of education confirmed the gender structure in education as mentioned by the county director of education and added gender mainstreaming initiatives such as raising awareness on labour market needs and career opportunities for both genders through career booklets and career counselling; participation of boys and girls in extra curricula activities not traditionally associated with their gender; teacher training on how to make both gender feel confident in choosing a non-traditional school and university subject for their gender and finally career counselling in schools which is not oriented towards traditional gender career choices and stereotypes. Both of them admitted that despite the numerous initiatives in legislation and policy documents to improve gender equality, there was a lot to be done in practice.
On affirmative action, both the county and sub county directors of education concurred that it had not worked 100% due to interference by players such as school church sponsor, local community and political interference. Therefore, there was concern that affirmative action policy was yet to take root and be accepted as a deliberate way of gender mainstreaming and breaching the gender gap in the headship of mixed secondary schools in Kiminini Sub County. The SDE noted that “Female teachers increased participation in the teaching force but this did not translate into increased women at headship positions (Kiminini Sub County Directors Statistics office, 2019).
The CDE mentioned that the legislative and policy documents on equal opportunity policies had not responded to real needs and expectations of gender equality. The above response demonstrated that affirmative action policies used to address under representation of women in leadership positions faced a lot of interference and this had resulted into skewed deployment pattern in which female teachers are underrepresented in school headship positions. The documented policies guiding gender equity in education as mentioned by the CDE & SDE are in the constitution of Kenya 2010, the gender policy in education (2007), Sessional paper No.14 of 2012, National Education Sector Plan (2013-2018), Basic Education Act 2013, EFA goals, MDG’s and SDGs among others.
The CDE added that although gender equity interventions captured in government policies had led to greater equality in terms of increased opportunities for boys and girls in schools and colleges, Kiminini Sub County still faced challenges of addressing gender equality issues in the education sector, specifically having very few women in headship positions in mixed secondary schools. Hence the need to sensitize sponsors the community and politicians on gender equality in headship of mixed secondary schools. All policies mentioned had a positive impact on gender equality in education except for discrimination and gender stereotypes against women in leadership
The CDE agreed that documented policies on deployment of teachers into headship were mainly general and proposed that, although deployment into headship was based on competence, the county needed to customize the gender policy that is clear and documented to ensure equal opportunity for both male and female teachers. The SDE on the other hand suggested outreach programmes and advocacy with all stakeholders on gender related issues. These she added, could assist them to recognize and understand their complementary roles in deployment of women into the leadership of mixed secondary schools.
[bookmark: _Toc73106553]

[bookmark: _Toc103509827][bookmark: _Toc103510163][bookmark: _Toc103510869]Table 4.11 Succession Records for Principals at Two Levels (Previous and Current) In Terms of Gender.	
	GENDER
	PREVIOUS 
	CURRENT

	MALE
	10
	14

	FEMALE
	4
	4



The above data in table 4.11 shows the gender of the current and previous principal in the 18 sampled schools involved in this study. Among the current,14(77.8%) are male and only 4(22.2%) are female, three of which are heads of starting schools. This clearly shows that head teacher leadership in mixed secondary schools in Kiminini Sub County is male dominated and clearly shows how policies have failed in addressing gender inequalities in education as an important vehicle in the social pillar captured in vision 2030. This is contrary to the gender policy in education 2007 which envisages gender concerns one of which is about gender balance in recruitment and deployment of teachers. It is also noted that most of the female principals are starters of schools that are low in population and infrastructure. Wangui (2012) study found that the participation of women in school leadership positions could be enhanced by means of attractive remuneration, effective mentoring, positive role-models, programmes for the preparation for leadership, and the assurance of limited geographical movement on promotion. This study postulates that if the aforementioned factors are taken into considerations, it will encourage women participation in leadership.
[bookmark: _Toc73106554]

[bookmark: _Toc103509828][bookmark: _Toc103510164][bookmark: _Toc103510870]Table 4.12: gender of the two current top student leaders (president and deputy president) in the 18 schools involved in the study.
	GENDER
	NO. OF SCHOOLS

	MALE PRESIDENT
	16

	FEMALE PRESIDENT
	2

	MALE D/PRESIDENT
	1

	FEMALE D/PRESIDENT
	15



Table 4.12 shows statistics of president and deputy president serving in the student council leadership in the 18 schools involved in this study. The data reveals that 16(88.9%) of the schools had elected a male student at the top position, while only 2(11.1%) schools took a female student for the top position in the student council. Of the 16 schools with a male student as school president,15(93.8%) schools had a female student as deputy president, while only 1(6.2%) school had a male student in the second top position as deputy president.
The student council has a major role in the management and maintenance of discipline and order in schools, as well as participating in the formulation and implementation of school policies, among other roles. Student council officials are elected in their respective schools as a result of their good character and leadership qualities. The above statistics indicate that the top student leader (school president) in almost all the 18 schools involved in the study are male. It is also noted that in almost all schools with a male student as president, his deputy is female. From the above data it is evident that even at school level positions of authority in the student council were male dominated and that there is sexual division of labour and gender hierarchy. The fact that the school president participates in the Schools Board of Management means that he/she is constructively involved in decision making.  Therefore, the student council leadership should observe a sense of impartiality and promote a positive school culture encouraging girls to take up the presidency as well. Additionally, the absence of female students in the top position undermines girls at this early and formative stage in leadership.







[bookmark: _Toc103510165][bookmark: _Toc103510871]CHAPTER FIVE
[bookmark: _Toc103510166][bookmark: _Toc103510872]CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc103510167][bookmark: _Toc103510873]5.0 Introduction
This section highlights conclusions and recommendations on gender representation with regard to adherence to gender representation policies; initiatives that focus on gender equality and socio-cultural challenges affecting participation of women in the head teacher leadership of mixed secondary schools in Kiminini Sub County. It also calls for attention to recommendations for further research.
[bookmark: _Toc103510168][bookmark: _Toc103510874]5.1 Conclusions
[bookmark: _Toc103510169][bookmark: _Toc103510875]5.1.1 Adherence to gender representation policies into the headteacher leadership of mixed secondary schools in Kiminini Sub County.
In existence are government policies on gender equality in leadership and specifically in education. This includes a gender structure in Education Management that involves gender officers responsible for gender mainstreaming issues in schools at both county and sub-county levels. Gender officers are also responsible for providing leadership in the formulation of institutional gender policies, co-ordination and implementation of gender programmes and activities (National Education Sector Plan 2014-2018).However, findings in this study indicate that majority of the stakeholders who should enforce and implement gender policies and programmes i.e., principals, deputies, HOD’s and teachers in general are not familiar with these policy documents and programmes. This results to non-adherence and non-compliance due to unfamiliarity and by extension a contradiction between policy and practice. It is highly acknowledged that gender equity interventions captured in government policies had led to equality in terms of increased opportunities for boys’ and girls’ access into schools, colleges and women in male dominated career fields (Sessional Paper No.14 of 2012). However, this was not reflected in leadership positions. In addition, the limited representation of women in the head teacher leadership of mixed schools in Kiminini Sub County raises questions about the effectiveness of policy documents on equal opportunities in education with reference to leadership.
[bookmark: _Toc103510170][bookmark: _Toc103510876]5.1.2 Initiatives that focus on gender equality in the headteacher leadership of mixed secondary schools in Kiminini Sub County
There were minimal initiatives if any that focused on gender equality in the head teacher leadership of mixed secondary schools in Kiminini Sub County. It is clearly evident that legislative and documented policies on deployment of teachers into headship were general and not responsive to the real needs and expectations on equal gender opportunities. Although the gender structure in education management involved gender officers responsible for gender mainstreaming programmes and activities in schools, the officers were not proactive in sensitizing stakeholders at school level on gender issues and providing leadership in the formulation of institutional gender policies, co-ordination and implementation of gender programmes and activities.
[bookmark: _Toc103510171][bookmark: _Toc103510877]5.1.3 Socio Cultural challenges affecting participation of women in the leadership of mixed secondary schools in Kiminini Sub County
The study established existence of socio-cultural challenges affecting participation of women in the head teacher leadership of mixed secondary schools in Kiminini sub county. Generally, in the education sector, positions of authority were male dominated and this resulted to unfairness in the selection process coupled with interference from the community surrounding respective schools. There also existed a set of widely shared conscious and unconscious socio-cultural beliefs and practices that inhibit gender equity in the leadership of mixed secondary schools even at the level of student leadership. Additionally, prejudices, discrimination, stereotyping, family demands and gender biases prevailed with regard to perception among men, women and leadership. This agrees with Strout (2001) who established that culture and social norms hinder women in leadership roles as some culture out rightly resist women from holding leadership positions.
[bookmark: _Toc103510172][bookmark: _Toc103510878]5.2 Recommendations
Based on the findings of the study the researcher recommends that:
i. The Ministry of Education (MOE) should customize and enforce gender policies to ensure adherence and encourage equal opportunities for male and female teachers into headship in mixed secondary schools. To achieve this, the researcher recommends that the MOE should enhance initiatives to increase awareness among stakeholders through sensitization trainings on legal framework and gender representation as advocated for in the Education and Training Sector Gender Policy of 2015.
ii. The Ministry of Education to conduct advocacy, sensitization and empowerment programmes on gender equality aimed at integrating gender responsive aspects, not only in the delivery of education but also in the headteacher leadership of mixed secondary schools.
iii. The Ministry of Education to educate the community on the potential of women in leadership especially at school level. This may help in discarding outdated cultural beliefs and encourage leadership of women and girls at a formative stage while in school, and further create a culture of acceptance for female leaders.
[bookmark: _Toc103510173][bookmark: _Toc103510879]5.4 Suggestions for further research
The study established that women’s participation in leadership was still viewed with mixed reactions and this lowered adherence with gender policies in education. Since women themselves play a fundamental role in work-related situations, the researcher suggests a study on barriers hindering women elevation into head teacher leadership of mixed secondary schools. Additionally, there is need to conduct more research on the impact of gender issues in student councils in mixed secondary schools.
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Gender Representation in the Teacher Leadership of Mixed Secondary Schools; A Case of Kiminini Sub County, Trans Nzoia County
Section one: Demographic Data for Principals, Deputy Principals and Heads of Departments
(Instructions- tick where appropriate) 
1. Gender? 		Female [ ]			Male [ ]
2. Teaching experience?	Less than 5 years [ ]	5-10 years [ ] 	More than 10 years [ ] 
3. Responsibility?	Principal   [ ]		Deputy principal [ ]	HOD [  ]		Any other  [ ]   
4. Period served in the above responsibility
Less than 2 years [ ]	3 - 5years [ ] 	    6 years and above [ ] 
5. What is your current professional qualifications?
Diploma [ ]			Degree [ ] 			Masters [ ] 
6. Indicate the category of your school. 
County School 		[ ]	
Sub County			[ ]
Private 			[ ]	
7. Deputy Principal
Male [  ]			Female [  ] 
8. Number of HOD’s [   ]
Male [  ]			Female [  ] 
SECTION TWO. 
Adherence to gender representation policies into the head teacher leadership of mixed secondary schools in Kiminini Sub County.
9(A).	The following are legal and policy statements designed to address gender issues in education and other institutions. To what extent are they familiar to you? 
Very Familiar (VF), Familiar (F), Unfamiliar (U), Very Unfamiliar (VU).
	Legal and policy statements on gender 
	VF
	F
	U
	VU

	Gender policy in education (2007)
	
	
	
	

	Constitution of Kenya (2010)
	
	
	
	

	Basic education Act No. 14 of 2013 
	
	
	
	[image: page90image5895504]

	Sessional paper No. 14 of 2012
	
	
	
	

	National Education Sector Plan (2014-2018)
	
	
	
	

	Education For All (EFA) Goals
	
	
	
	

	Millennium Development Goals (MDG’s) 
	
	
	
	

	Sustainable Development Goals (SDG’s)
	
	
	
	





9(B).	The following statements indicate activities that enhance adherence to gender policies in mixed secondary schools. 
Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D), And Strongly Disagree (SD).
Please rate the options according to your opinion
	Statement on adherence to gender policies
	SA
	A
	U
	D
	SD

	There is gender balance in deployment of teachers and instructors at all levels.
	
	
	
	
	

	There is availability of resources to facilitate the design and implementation of gender responsive education programmes in mixed secondary schools.
	
	
	
	[image: page90image5895504]
	

	There is gender analysis, audit and research for continued identification of gender equality issues and their underlying causes.
	
	
	
	
	

	Communities and stakeholders are constantly engaged in advocacy for a to raise levels of awareness, understanding and acceptance of gender in education
	
	
	
	
	

	There is gender responsive monitoring and evaluation in mixed secondary schools
	
	
	
	
	

	There is improved empowerment and affirmative action programmes on the management of mixed secondary schools to ensure equity and implementation of the two thirds gender rule representation.
	
	
	
	
	





10. The following statements relate to initiatives that focus on head teacher leadership of mixed secondary schools in Kiminini Sub County.
	Initiatives that focus on gender in head teacher leadership
	SA
	A
	U
	D
	SD

	There is continuous leadership development programs to ensure gender equity
	
	
	
	
	

	There is gender balance in the composition of BOM’s, KESSHA, Student Councils and the general administration of mixed secondary schools.
	
	
	
	
	

	There is gender responsive management and governance structures in education sector.
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	There are sensitization trainings on legal framework concerning gender representation.
	
	
	
	
	

	There are sensitization trainings on gender mainstreaming issues.
	
	
	
	
	

	There are sensitization trainings on gender specific issues
	
	
	
	
	


Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D), And Strongly Disagree (SD). Please rate the options according to your opinion 



11. What is your opinion regarding statements that socio-cultural responsibilities affect women’s active participation in mixed secondary school management?
 Key- Strongly Agree [SA], Agree [A], Undecided [U], Disagree [D], Strongly Disagree [SD] 
	Statements 
	SA 
	A 
	U 
	D 
	SD 

	Marriage hinders active participation of women in management positions 
	
	
	
	
	

	Parenting hinders active participation of women in management positions 
	
	
	
	
	

	Home care hinders active participation of women in management positions 
	
	
	
	
	

	Management is stereotyped as masculine
	
	
	
	
	

	Discouragement from male colleagues make women not take up management positions
	
	
	
	
	

	Women are discriminated in promotion to management positions
	
	
	
	
	

	Discouragement from spouses make women not to take up management positions
	
	
	
	
	





12. The following reasons relate to women with regard to interest in management positions in mixed secondary schools.
Strongly Agree (SA), Agree (A), Undecided (U), Disagree (D), And Strongly Disagree (SD). Please rate the options according to your opinion
	Reasons for lack of interest in management positions
	SA
	A
	U
	D
	SD

	Appointment into headship favors both male and female teachers equally in mixed secondary schools.
	
	
	
	
	

	Low self-esteem discourages women from managing mixed secondary schools.
	
	
	
	
	

	Lack of assertiveness discourages women from managing mixed secondary schools.
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	Fear of responsibility challenges discourage women from management positions in mixed secondary schools.
	
	
	
	
	

	There is deliberate effort to encourage more women to venture into headship of mixed secondary schools.
	
	
	
	
	



13. Any other information you can offer to enhance participation of women in the headship of mixed secondary schools as a basis towards fulfillment of the constitutional framework of two thirds gender rule.
__________________________________________________________________________________________________________________________________________

[bookmark: _Toc103510179][bookmark: _Toc103510885]Appendix III-Interview Guide
An Interview Schedule for County and Sub County Director of Education- TSC 
1. Are there any initiatives addressing gender representation and equity in mixed secondary schools? 
If YES, which are they?
2. As far as you are informed, are there an equal number of women and men in your secondary schools in your area?
3. What is your view about female leadership in mixed secondary schools? 
__________________________________________________________________________________________________________________________________________
4. Which initiatives are championed in secondary schools on gender mainstreaming and gender equity to enhance participation of women/girls in leadership among teachers and students?
_________________________________________________________________________________________________________________________________________
5. Is there national policy on the promotion of gender equality in the education sector? 
If YES, please indicate its designation, the year it has been adopted and whether it is part of the overall national gender equality policy: 
__________________________________________________________________________________________________________________________________________
6. Are there any affirmative actions aimed at promoting women in decision-making in the education sector? 
If YES, which of the following provisions have been implemented in your county/sub county? Please Tick the appropriate 
 Introduction of quotas for the filling of some positions within the school hierarchy 
 Introduction of quotas for the filling of some positions within the Ministry of Education 
Activities to promote women presence at decision-making positions in the Ministry of Education 
 Activities to promote equal participation of women and men at the hierarchy positions in the education sector 
 Activities to promote women representation when decisions are taken in schools 
 Activities to promote women representation when decisions are taken in the Ministry of Education 
7. Are there any actions aimed at tackling the gender gap provided for in the national policy on gender equality in education? 
If YES, which of the following provisions have been implemented in your county/sub county? Please Tick the appropriate 
 Activities to promote gender neutral pay system in the education sector 
 Activities to promote a transparent pay system in the education sector 
 Activities to promote gender equality in employment in both private and public education sector 
 Raising-awareness on labour market needs and career opportunities for both genders in schools 
 Activities to promote the participation of boys and girls in school and extra-curricular activities not traditionally associated with their gender 
 Teacher training on how to make both genders feel confident in choosing a non-traditional school and university subject for their gender 
 Career counseling in schools, which is not oriented towards traditional gender career choices and stereotypes 
8. Please describe any other national policies good practices not included in the list, which you consider efficient in your county/sub county?
__________________________________________________________________________________________________________________________________________
9. Please describe a national policy practice which you have considered to have a negative impact on gender equality in education in your county/sub county? 
__________________________________________________________________________________________________________________________________________
10. Is there any recruitment strategy applied to the education sector in your county? 
If YES, are there any specific provisions aimed at ensuring the presence of the under-represented gender in the sector (i.e. quota targets, recruitments campaigns, deployment strategies, incentives, etc.? Please describe the provisions of the strategy: 
__________________________________________________________________________________________________________________________________________
11. What is the basis for a promotion or any other career development for female teachers in your county? 
a). Competence based Performance assessment 
b). External evaluation 
c). Age 
If other, please explain: __________________________________________________________________________________________________________________________________________
12. Would you accept and encourage more women to be in leadership in mixed secondary schools? 
_____________________________________________________________________
13. How can this be achieved? __________________________________________________________________
14. Suggest ways in which gender inequality can be enhanced in the leadership of mixed secondary schools? 
_____________________________________________________________________
15. In your opinion what factors can contribute to gender equity in the leadership of mixed secondary schools? 
_____________________________________________________________________
DOCUMENT ANALYSIS GUIDE
1. What kind of document/policy/record?
2. When was it written?
3. Identify data on gender issues concerning the document /policy/record if any.
4. Does the data reveal any information alongside gender balance?
5. What is the level of compliance with existing gender equity requirements?
6. List at least 3 questions clearly answered by the document/policy/record on gender issues?
7. List at least 3 questions left unanswered by the document/policy/record on gender issues?
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