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Abstract

The problems facing women go beyond economic and are also as a result of discrimination, socio-cultural, educational,
gender and political. Gender inequality is widespread virtually in employment sectors. The study sought to determine the
factors affecting women leadership in Secondary schools education in Benadir Region, Mogadishu. The population of the
study was 72 and a sample size of 61 Respondents selected that are composed of Principals and teachers in the three secondary
schools in Banadir region Purposive sampling was used to select 61 respondents of head teachers and teachers. The study
adopted a descriptive survey design which conducted a set of questionnaires divided into five parts. Both descriptive and
inferential statistical analyses were done to make conclusions from the research findings. The conclusions drawn were that
family responsibilities, advanced education relate strongly to women leadership in Banadir region. The study recommended
that The Ministry of Education should promote more female teachers who will act as role models and mentors for other
women in the realm of academia.
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1. Introduction

Throughout the world, people look up to education as an instrument to achieve sustainable alteration and improvement as
education contributes to the development of analytical mind and reasoning power in the individual which helps him or her to build
up a sense of confidence, self- esteem and self-respect. In today’s world, a child who is not educated is underprivileged in terms of
income, health and opportunity. In coming years a society will not educate it’s children and become disabled in terms of economic
productivity and social welfare of its people (Anderson & Sabateli, 2015).

According to international labor organization, report of 1998, women who compose over 50% of the world’s population have
not achieved much equality in any country in the world. The problems facing women go beyond economic and are also as a result
of discrimination, socio-cultural, educational, gender and political. Gender inequality is widespread virtually in employment
sectors. Statistics shows that women are well represented in business administration enrolment figures and the rapid expansion of
this sector has given them a healthy share of lower and middle-level management positions. This progress to top executive job is
however blocked. The problems facing women go beyond pure economic and are also as a result of discrimination, social/cultural,
educational, gender and political. Despite progress in the public sector and in the political arena, their progress does not generally
extend to the top levels of management (ILO, 2017).

In Australia, women in the executive leadership in 2000 were 34.7% compared to 65.4% men. Women held 18.7% of full
professorships and only 19.3% of the presidents (vice chancellors) of colleges and universities (Gumbi, 2016). It is therefore quite
evident that men dominate the governance and management levels of higher education institutions. As a result men have the
decision making power and authority regarding strategic direction and allocation of resources. More of the emphasis or interest to
the policy makers is the likelihood that women have few or no role models and this can be a barrier to the upward mobility of
women.

Females live in a male dominated world where gender power relations are clearly in favor of males. Half of 50% of the
world’s population are women. They form the core of the family and house hold, work longer hours than men, in nearly every
country and do more of the total work than men and women contribute more to the development of their societies, despite
females’ contribution to the development of a society at large they don’t enjoy the fruits of the development equally as their male
counterparts (UNWPP, 2008). women in third world countries are not better as Davies in her study on women in educational
management in third world countries observed that the proportion of female head teachers, inspectors bears no relation to their
proportions in the teaching force. She concluded that women are under-represented in administration positions in the third world
countries (Davies, 2016).
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In educational management gender gap has been global protest an analysis done by United Nations educational scientific and
cultural organization showed that the number of women employed in education sector is relatively high. They are under-
represented in education management in most countries of the world (UNESCO, 2015). Compared to men, women in Ethiopia are
clearly in a disadvantageous position in all respects; they benefit less from social services and hold inferior positions in all
economic, political social and cultural affairs. For example, statistics show the existence of more illiterate women than men (51%
men and 66% women) and women are less represented at all levels of education, especially in higher education.

In spite of the international declarations, of which Somalia is a signatory, affirming the legal rights and equality of men and
women available literature shows that women still constitute a disproportionately small percentage of those participating in public
decision making. Many global conferences, including the Fourth World Conference on Women (1995), the Cairo Conference on
Population and Development (1994) and World Summit for Social Development (1995) have recognized that, despite the progress
made globally in improving the status of women, gender disparities still exist, especially in regard to participation in executive
and electoral political positions. The low participation of women in these positions affects the progress in improving the legal and
regulatory environment for promoting gender equality since very few women are influencing the legislative process. The rationale
for promoting women’s participation in university management is based on equity, quality and development. Given the nominally
equal status of men and women in laws of most countries, it is only right that both sexes participate in decision making over
matters affecting them (MOE, 2014).

In many Somali communities, traditional perceptions of women as inferior to men continue to exist as many people call upon
the preservation of African culture to defend the subordination of women. As a result, men usually dictate women in the political,
religious, economic, academic and domestic spheres. Women’s academic achievements and roles in society are hardly recognized
or accepted. This situation has necessitated the call for the empowerment of women by according them their due status, rights and
responsibilities and enabling them to participate actively in decision making activities. In Somali women’s participation in
leadership and key decision-making positions is still minimal. Senior secondary education women are still a minority in positions.
It is imperative for the country to educate women as no development and progress is possible if half of the population is not
educated. Illiterate and untrained females are incapable of involving in any developmental process. That is why it is positive to
educate women as education is cornerstone of all development. Female education is very important since educating mother is like
teaching whole family to upgrade the next generation in due course and mother’s education will become durable impact. Educated
mother knows the value and significance of education and she can also look after her children in best possible way and she can
fulfill the needs of her children e.g. food, clothing, cleanliness, heath, shelter. Since the study is carried out in Benadir region. In
which women are inferior and men are superior in every sector, women are discriminated even the childhood phase for example if
the family has five children, four sons and one daughter; the father determines who are about to go to school so that the three boys
just attend the school while the daughter just cooks food for the three school sons and washes their clothes. So this can be a socio-
cultural barrier which hinders female role models.

Under-representation of women in top educational management and leadership positions has had negative implications on
government policies and general education curriculum which has lacked gender mainstreaming. Girl child has also lagged behind
in education due to lack of positive female role models (Kenya, 2007). A study to identify professional and personal
characteristics and styles of leadership in order to develop profiles of six outstanding female superintendents in Texas by funk in
2004 established that leadership characteristics of outstanding superintendents included being brave, caring, creative, courageous,
committed, confident, energetic, healthy, honest, industrious, introspective, intuitive, knowledgeable, open-minded, passionate,
pragmatic, reflective, responsible, risk-taking, trustworthy and being well informed. Qualities needed by successful
superintendents included character, integrity, vision, courage and passion. Critical skills for female superintendents were
visioning, determining real needs for their districts, communicating, hiring the right people, delegating, developing team support,
working effectively with people and producing meaningful and lasting change (Funk, 2016).

2. Statement of the Problem

There is adequate evidence that educating women is beneficial at the national, community, family and individual level. With
even basic education, individual women effectively engage in economic activities and thus contribute to greater national
productivity. At family level, educated women have reduced fertility rates, brought up healthier, better educated children, and
reduced infant and maternal mortality rates. At the society level, educated women participate more in development activities as
well as in political and economic decision-making processes. Women’s deficiency in management and decision making area is
worldwide visible reality. However, one obvious purpose connecting industrial and developing region lies on women access to
education. In most patriarchic societies, females are regarded as the inferior of the species. Because of this women are denied
access to both honored and utilitarian roles and men have access to leadership and governance roles so that this is a barrier to
women’s belongings to administrative roles.

Literature puts forward that stereotyping put a ceiling on women’s job improvement with a taken for granted natural order that
exists; Male as leaders and female as followers (Coleman, 2015).Thus gendered work is divided by the gender stereotypes which
are formed and eternalized by the social culture. Traditionally women are associated with the private and domestic domain of the
home whereas the public sphere of work is administered by men (Coleman, 2016). Having children also conveys a lot of
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responsibilities to a family life and this is the reason why many women decide to leave their careers prematurely so as to raise
their children sufficiently. For this reason, employers occasionally hesitate to promote women because they are afraid that women
will choose their families first (Goff, 2015).

According to (Tripses., 2014) while there are differences among societies and culture, in all cultures men and women divide
labor on the basis of their sex and male tasks are more valued than female tasks. This male world view, called androcentric,
elevates masculine pursuits to ideal while female values, experiences and behaviors are viewed as inferior. The resultant is that
men are considered to be experts while women have to prove that they are (Ernest, 2015).

Enrolment at university and vocational training centers which are preparatory paths for progress to leadership positions have
not been in favour of women. This has seen women being unfairly represented at higher levels of management because the
majority of women are perceived to lack enough education to enable them to take up leadership positions in many organizations
(Zvobgo, 2014). In the African context, lack of female role model among teachers of adolescent girls may have contributed to the
unpopularity of teaching as career choices for girls in the past (Coleman, 2013). Some African countries like Zambia have been
implementing the policy of balancing leadership position in school following the rules of selection of school leadership in such a
way that when there is a male school director, the deputy must be a female. Besides, when there is a female school director, the
deputy must be male.

Gender disparities in employment opportunities in Banadir region are a real challenge to the growing participation by women
in the workplace, there are still very few women in the top public decision and policy making positions in Somalia Mogadishu in
particular, and this may be much the same in secondary school management. Gender gap in secondary school management and
leadership in Banadir is a big challenge and it indicated that women were inactive as far as management is concerned. Therefore
the study sought to find out the factors affecting women leadership in secondary schools education in Benadir region Mogadishu-
Somalia.

3. Study Objective

The main objective of the study was to determine the factors that affect women leadership in secondary schools education in
Benadir region, Mogadishu — Somalia.

4. Review of Literature
4.1 Theoretical Framework
4.1.1 Feminist Theory

The study will be guided by feminist theory that recognizes stereotypical views or the influence of gender divisions on social
life and tries to understand women’s oppression and the structures in society that enhances this downheartedness and inferiority.
The feminist theory looking at many similarities between genders comes to an end that women and men have equal potential for
individual development. Differences in the realization of that potential therefore must result from externally imposed constraints
and from the effects of social institutions and values (Nzomo, 2014).

Feminist theory advances three broad perspectives in trying to explain the absence of women from senior management in the
public and private sector. The first perspective is personal factors in which the paucity/scarcity of women in management
positions is attributed to the psychosocial attributes including personality characteristics, attitudes and behavioral skills of women
themselves. Among personal factors are self-esteem and self-confidence, lack of motivation and ambition to accept challenges “to
go up the ladder”, women’s low potential for leadership, less assertiveness, less emotional stability and lack of ability to handle a
crisis (Bond, 2015).

The structural or institutional factors model advances the view that it is the insensitive position of women in the organizational
structure (few numbers, little power, limited access to resources) which shapes and defines the behavior and positions of women.
The underlying premise of this perspective is that men and women are equally capable of and committed to assuming positions of
leadership. The problem is vested in the structure and the remedy is a fundamental change to eliminate inappropriate
discrimination in institutional policies and practices. The structural factors that affect women negatively include: discriminatory
appointment and promotion practices; male resistance to women in management positions; absence of policies and legislations to
ensure participation of women; and limited opportunities for leadership training and for demonstrating competence as a result of
power structure in the work place (Bond, 2015).

Structural factors affecting effective participation of women positively include the presence of organizational guidance, good
mentoring systems, proper staff development for women, transparent appointment and promotion procedures, support services for
women, access to information technology and flexible work schedules. The last perspective is the one advanced by (Smulders,
2016). She explores the cultural factors which link gender factors and organizational structure factors. Her analysis is concerned
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with the social construction of gender and the assignment of specific roles, responsibilities and expectations to women and men.
“The gender- based roles, irrelevant to the work place, are carried into the work place and kept in place because the actors
involved, both dominant and subordinate, subscribe to social and organization reality (Smulders, 2016). The cultural factors lead
to stereotypical views about women’s abilities within the cultural context. The view that top management positions are only
suitable for men relegates women to secondary roles. The emphasis is placed on women’s role as mothers, caregivers and
nurturers. These three broad perspectives guide the present study on factors affecting participation of women in secondary school
education management in Mogadishu —Somalia.

4.1.2 Functionalist Theory

The functionalist theory asserts that women have family responsibilities such as nurturing children, taking care of them, doing
domestic tasks and Men fill active positions in society, whereas, women fill up expressive roles and assume that this arrangement
works to the benefit of the society, (Russell, 2016). The theory focuses that people’s socialization into agreed task is a main vigor
that grounds gender disparity. It identifies and allows that there are gender disparities caused by specialization that people get
from infancy exactly up to the time they select their profession. Functionalism further implies that women are superior if they
hang about at home doing a socializing role than going to occupation. For instance, girls are socialized into cooking, cleaning the
house, doing laundry, fetching firewood and water and caring for the younger members of the family and this is usually culture
bound. In the end, girls are prepared to be good wives and mothers and not managers. On the other hand, men should go for work
and take care of their families. For example, boys are socialized into masculine activities such as providing food for the family,
slaughtering animals in the home and making ultimate resolution. These activities influence children’s preference, thoughts,
values and aspirations for the roles they will play in society. Therefore, functionalists do not treat women and men as equals in
society and in organizations.

4.1.3 Glass Ceiling Theory

A variety of studies have recommended that women leaders have selected to make route of actions to defeat the glass ceiling
of corporate life. This entails a wandering path way from business to founding a business of their own, then later moving in to
head a larger and more traditional corporation. The dilemma is that of building their own corporation as a way to try to circumvent
the constraints that they face in organizations that they lead (Coleman, 2014).

Because of the cultural insight of the role of women in leadership functions, it is sometimes hard to value women in leadership
positions. Davidson and Burke (2014) argue that women who perform well in their roles of management find it difficult to
negotiate moves in commercial functions. Women in these positions of leadership confer moves in commercial or entrepreneurial
functions. Women in those positions of leadership in organizations are speedy to go away the positions to manage their own
businesses. It is noted that: Their contributions are not valued, they are not taken seriously, and they possess feelings of
remoteness because small numbers of women take up top positions in organizations (Davidson & Burke, 2014).

According to Simmons (2014); Women are seen as marginal to the world of affairs rather than central to them. The inevitable
consequence of not being conditioned to put them first but to see their primary role as that of caring for others is that women do
not see themselves as suitable leaders in a situation.

4.1.4 Glass Walls Theory

Gunz, Peiperl and Tzabbar, (2017) referred glass walls as a sort of margin that splits tasks that are alike but between which
there is little progress because of organizational factors. For instance, the work-related divide ensuing in forced specialized
arrangements (within and between subdivisions and organizations) of women and evident marginalization is frequently expressed
as a glass wall‘(Kerr, Miller, & Reid, 2016). These glass walls have been given a picture of as indefinable obstacle and have been
established to hold back a huge fraction of women from moving ahead into definite occupation or high-status arrangement within
an organization at equitable pay (Kerr, et al., 2016). Similarly, immigrant workers experience barriers that deter their way in to
employment that arranges in a line with their instruction and knowledge or experience (Alboim, Finnie, & Meng, 2016). In order
to provide a better understanding of the social contexts that surround immigrant professionals ‘careers in Canada and the glass
walls perceived by immigrant professionals.

Gunzet al., (2017) formed a form to assist us is aware of the dissimilar categories of career boundaries based on two aspects:
mechanical dissimilarities between the employment functions and, institutional factors that restrain the movement between
boundaries. Technical issues mirror different proficiency and credentials that are requisite for each career role. Institutional factors
are a result of the social circumstances, such as employment market conditions, external authority, socio-cultural factors, or
organizational staffing policies. Gunzet al., (2017) disputed that different types of career boundaries come out, depending on the
degree to which these factors play a role in the movement of individuals between work roles.

4.2 Discussion of Key Variables
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4.2.1 Gender Stereotypes

Literature suggests that stereotyping restricts women’s career progress with a taken for granted natural order that exists; Male
as leaders and female as followers (Coleman, 2015).Thus gendered labour is separated by the gender stereotypes which are
formed and eternalized by the social culture. Traditionally women are associated with the private and domestic domain of the
home whereas the public sphere of work is administered by men (Coleman, 2016). This division leads to social injustice where the
number of male dominated jobs is larger than those available in female dominated professions (Dana, 2015). Additionally, the
most desirable jobs with high salary, significant benefits and better promotion opportunities are still held mainly by men in many
cultures (Dana, 2015).

Sex-role stereotyping represents men as superior in leadership pursuits because they are considered to possess the masculine,
descent qualities such as men are more assertive, competitive, daring and courageous that are needed to gain the necessary level of
respect for the successful supervision of followers. Women are generally not expected to exhibit the characteristics typically
associated with men and leaders such as being assertive, ambitious, dominant, strong, independent and self-confident (Mitchell,
2015).

Women constitute the large majority of the world’s illiterate population. In several developing countries, gender gaps in
education and literacy persisted. Without equitable access to education, women didn’t have the means to build their knowledge,
capacity and skills to access to well-paid, formal sector jobs and reach positions of leadership. Unless gender gaps in literacy and
education were addressed, the next generation of girls would be similarly marginalized from leadership roles. Other issues relating
to women’s access to education were rural-urban disparities in levels and quality of education. Gender-role stereotyping was also
raised as a concern to be addressed as it was often reinforced by school curricula than slowed down women succeeding to top
leadership roles (UNHCR, 2014).

Absence of women in decision making positions stems from variety of factors. Barriers to women’s leadership can be
categorized in to: barriers stemming from socialization and stereotyping; individual and organizational barriers (Carlin, 2017).
Women have also lagged behind men in education (UNESCO, 2015). According to Ernest adds “’glass ceiling’’ is the most
important reason for women’s under-representation in leadership positions (Ernest, 2015).

Past perceptions of leadership skills, competence and assertiveness may delay or hinder the ability of women to succeed in
management. Many companies associate masculine characteristics with success and achievement. These include assertiveness,
aggressiveness and task-oriented leadership abilities. As time moved on, the social leadership style was more accepted and valued
in some circumstances (Jogulu & Woods, 2016). Other stereotypes of women include the expectation of being modest, quiet,
selfless and nurturing. These simple characteristics may be seen as non-executive material. Entities desire a leader who will
execute, take criticism and do what is best for the company at all cost (Levesque & Nelson, 2016).

Leadership styles are closely associated with common perceptions and stereotypes of women leaders (Goff, 2015). In early
1990 studies found that men emerged as task-oriented leaders more frequently than women who emerged as social leaders more
frequently than men. Due to the demands of leadership positions, it became a socially accepted tendency for men to assume
leadership because their risk-oriented style was more widely accepted (Ryan, 2015).

Women are considered as inferior as in the country of Somalia women are perceived as to possess primary responsibilities of
wives and mothers. Most African countries characterize women for what they do for man for example society believes that
married women’s major role is to enhance husband’s career goals by giving him moral support. She is left with all family
responsibilities such as looking after the kids (Caring), Nurturing, Breast-feeding and cooking food for her husband and many
other tasks.

One of the most comprehensive inquiries into personalities and leadership issues is the “Big Five” personality traits. The five
factors include openness, conscientiousness, extraversion, agreeableness, and neuroticism. Cross-cultural research has concluded
that there is a universal pattern of sex differences on responses to the Big Five Inventory. Women consistently report higher
neuroticism and agreeableness, and men often report higher extraversion and conscientiousness. Sex-based differences in
personality traits are larger in prosperous, healthy, and egalitarian cultures in which women have more opportunities that are equal
to those of men (Glinow, 2016).

4.2.2 Family Responsibilities

Having children brings a lot of responsibilities to a family life and this is the reason why many women decide to leave their
careers prematurely so as to raise their children sufficiently. For this reason, employers occasionally hesitate to promote women
because they are afraid that women will choose their families first. Nonetheless, an increasing number of companies are realizing
the fact that women need some times out or leave and have undertaken attempts to encourage women to remain longer in their
careers as the participation of women is vital to the diversity and to the success of corporations (Goff, 2015).
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Kamau, (2014) indicates that the different needs of women lead them to create a self-imposed glass ceiling, in this manner
only artificially seeming as if a glass ceiling would block their careers. Confronted with the ever-present glass ceiling, it is no
longer possible, as has often been the case, to talk of the “choice of women for family” in explaining the absence of women in
applying for certain vacancies, whilst at present many women uphold both a successful career and children. It is therefore
necessary to “shift the focus” so as to give more weight to the organizational obstacles outlined here (Kamau, 2014).

The realization of organizational work-family initiatives is perceived to pave the way for women to progress to the top.
Especially as programs such as child care support services, maternity leave arrangements or part-time working enables women to
balance their family needs without sacrificing work. Women are not the same as men; they have particular biological functions
that make them different in which in turn makes their work experiences different. To this end, treating men and women the same
has effectively created a systematic form of indirect discrimination for women. True equality can only be achieved when
industrial policies and workplace practices take account of these differences. This should be a basic working right, reinforced with
legislation. The imperative for this has never been greater, with an increasing percentage of women participating in paid
employment, and industrial relations reforms that emphasize family-friendly initiatives. Failure of governments to respond to
women's industrial needs is perpetuating a systemic disadvantage against women. More subtle issues, such as respect and support
from managers and colleagues, also play a significant role in the capacity for women to return to work. The failure to take account
of women's differences, and to provide the same leave entitlements and work arrangements for women and men is a form of
indirect discrimination. Providing the same leave entitlements to men and women, such as sick leave and parental leave, appears
to be a fair deal. The reality is the fact that women have additional physical demands, such as sicknesses that are directly related to
pregnancy, and may encounter complications during and after the pregnancy. Current Certified Agreements and Awards fail to
take account of these differences (Well, 2015).

Coleman (2013) found there were three routes women in England take when it comes to balancing work and family. Many
women choose to put family first and then fit their job around the family, others decide to focus on their career and postpone
having children, and some choose to manage a dual-career household with shared responsibilities (Coleman, 2015). Women in
leadership positions with families are likely to be working ,,double shift” due to domestic duties and leadership responsibilities,
while women with younger children work “’triple shift’” because they have duties at work, their domestic duties and major
childcare responsibilities (Acker, 2016).

Women, in general, are underrepresented at the secondary leadership level. Numbers of women in leadership become dismal
when considering both gender and ethnicity. The scarcity of women in the role of secondary principal is a phenomenon worldwide
while women make up at least one-half of secondary teachers; they are in the minority in secondary administrative positions. This
international pattern is supported by statistics from New Zealand, Australia, the United States, the United Kingdom, Germany,
Africa, Central America, and India (Coleman M. , 2015).

4.2.3 Advanced Education

Muthoni, (2014) observes that because of Social discrimination seventy percent of illiterate people in Kenya are women, with
many girls kept at home to work while their brothers go to school (Muthoni, 2014). According to the United Nations Development
Programme (UNDP) 2015 report, out of the developing world’s 900 million illiterate people, women outnumber men two to one,
and girls constitute the majority of the 130 million children without access to primary school. Further, because population growth
has superseded the expansion of women’s education in some developing regions, the number of women who are illiterate has
actually increased (UNDP, 2015).

ILO report of 1998 drew attention to implications of government’s reductions on educational budgets. Cuts to the education
results in fewer girls and women attending classes and higher dropout rates for girls. Structural adjustment and economic
restructuring programmes reduced educational and work opportunities for women. This had implications for women's
opportunities to accede to management-level posts, given the importance of education in helping to create a new concept of
power, less stereotyped, less focalized on hierarchical aspects and more open to women (ILO, 2017). Odhiambo observes that in
Nyanza province out of the top a hundred students in the year 2005 Kenya certificate of primary education (KCPE) results only
one was a girl. This kind of imbalance in primary education results to imbalance in advanced education, which consequently
results, to imbalance in appointments (Odhiambo, 2014).

There is adequate evidence that educating women is beneficial at the national, community, family and individual level. With
even basic education, individual women effectively engage in economic activities and thus contribute to greater national
productivity. At family level, educated women have reduced fertility rates, brought up healthier, better educated children, and
reduced infant and maternal mortality rates. At the society level, educated women participate more in development activities as
well as in political and economic decision-making processes. However, for one to occupy top management and leadership
positions one needs higher education. One fact that is evident from various research findings is that the higher the level of
education, the wider the gender gap.
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In many countries, concerns about gender disparities in education have focused on student performance, particularly "in terms
of under-achievement of girls, differences in access at various levels of schooling, dropout rates in subjects taken and these have
evoked a range of explanations and policies around gender gaps in educational outcomes" (Davies, 2016). However, the question
of gender disparities in the management structures of schools and colleges has received little attention, despite the fact that "there
is recognition in education of both the importance of equal opportunity and the strengths that women bring to management"
(Coleman, 2014). Enrolment at university and vocational training centers which are preparatory paths for progress to leadership
positions have not been in favour of women (Zvobgo, 2014).This has seen women being unfairly represented at higher levels of
management because the majority of women are perceived to lack enough education to enable them to take up leadership
positions in many organizations. That means it is not a matter of failure on their part but a consequence of structural challenges
that have a strong positive favour of “a man only” perspective. Within many organizations, women are under-represented in jobs
of authority and decision making responsibilities.

4.2.4 Organization Culture

According to Philips (2017) Organizational culture is defined as the realities, values, symbols and rituals held in common by
members of an organization and which contribute to the creation of norms and expectations of behavior. Organizational barriers
include: entrenched cultures and norms; the way power is defined and exercised; selection procedures; lack of appropriate mentor
schemes; exclusion from informal networks; failure of senior leaders to assume accountability for women’s advancement; job
requirements; facilities; organizational climate; and placement. The cultures of organizations have been shaped by men (Carlin,
2017).

This term refers to many barriers that can exist to thwart a qualified woman’s rise to the top management of an organization.
These barriers are artificial and invisible, providing a view to the top, but also providing a ceiling on how far a woman can go.
When a glass ceiling exists, men occupy a disproportionately high percentage of the higher ranks in a career field, while women
tend to be over represented in its lower ranks (Sincoff, 2014). Therefore the ‘Glass-Ceiling’ is the most important reason for
women’s under representation in leadership-positions (Ernest. 2015). Glass ceiling is therefore an effect of individual,
organizational and socialization barriers and exists in its strongest forms denying women opportunities to gain access into top
management positions.

While it is true that more women, now than ever before, are slowly chiseling through the glass barrier to take on leadership
positions, one can hardly claim to hear glass ceilings shattering around us (Brown & Cubillo, 2015). The question one asks is
whether it is credible to shatter the glass without hearing it breaks! The position reached by women in higher education
management is affected by a number of factors. Of greatest importance among these are the existence of a pool of formally
qualified women, the socio-cultural and psychological barriers preventing women from pursuing academic careers and attaining
managerial roles, and the attitudes in the education systems, especially of the academic community towards women’s access to
such positions in education institutions.

4.2.5 Women Leadership

Throughout the colonial period, education of girls lagged behind. It was not until 1925 that the government openly decried the
low status of women and girls™ education, describing it as lagging behind that of men and boys. The government started to
advocate for the improvement of girls™ education, arguing for the first time that educated wives and mothers would contribute to
the general welfare of the home and community (Kenya National Archives annual report as cited in Chege & Sifuna, 2006).
However, it is clear that even as it attracted support for girls™ education, the colonial administration failed to interpret the value of
girls* education in terms of their personal development and wellbeing (Chege & Sifuna, 2006); much less did it prepare them for
leadership. The curriculum for girls was described as three Bs, representing baby, bath, and broom Onsongo (2010).

A report by the southern and Eastern Africa Consortium for monitoring Education Quality (2010) revealed that less than 15%
of secondary schools in Kenya are administered by female principals. It is also noteworthy that there is no university level training
program specifically and expressly on secondary school administration and management. Under-representation of women in top
educational management and leadership positions has had negative implications on government policies and general educational
curriculum which has lacked gender mainstreaming. Girl child has also lagged behind in education due to lack of positive female
role models (Republic of Kenya, 2007). Working women teachers have also lacked mentors and the scenario has tended to be
cyclic (Gachukia, 2002; Growe & Montgomery, 1999; Otieno, 2001). This contributes to low participation of women in
educational leadership.

5. Research Methodology

This study adopted a descriptive survey method, in which both qualitative and quantitative approaches were used. Qualitative
analysis was used in behavioral skills, personal attributes and quality data that cannot be quantified while quantitative approach
was used in the numerical data that can be easily measured. Descriptive studies- cross-sectional are more formalized and typically
structured with clearly stated investigative questions (Vyas & Bapat, 2011).
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The population of interest in this study consisted of school principals and Teachers who were in charge of schools and
teaching students. Population included all the subjects that have similar characteristics that the researcher wanted to investigate.
The target population of this study was 3 school principals and teachers.

The sample size is an important feature of any empirical study in which the goal is to make inferences about a population from
a sample (Bryman & Bell, 2015).From the target population of 72, a sample of 61 will be preferred, using the Slovene’s formula.

Table 1 Target Population and Sample Size

Schools Target Population Sample
Al-hudda school 25 23
Al-wuhda school 26 25
Royal school 21 13
Total N=72 n=61

6. Data Analysis and Results
6.1 Descriptive Statistics
6.1.1 Gender Stereotypes

Majority of respondents agreed that Management is stereotyped as masculine and male domain. This evidenced by a mean
score of 2.90 and standard deviation of 1.513. On whether Discouragement from male colleagues makes women not to take up
management positions is part of the Somali culture in Somalia, respondents agreed and responded with a mean score of 2.64 and
standard deviation of 1.438. The respondents were asked that women are discriminated in promotion to management positions and
strongly agreed that this always true with this statement as shown by a mean of 2.59 and standard deviation of 1.453. The
respondents were asked that discouragement from spouses makes women not to take up management positions and they agreed
with this statement as shown by a mean of 2.69 and standard deviation of 1.348.

Table 2 Gender Stereotypes

N Mean Std.
Deviation

Management is stereotyped as masculine and male domain 61 2.90 1.513

Discouragement from _male colleagues makes women not to 61 264 1438
take up management positions

y\_/omen are discriminated in promotion to management 61 559 1453
positions

Dlscouragem(_er)t from spouses makes women not to take up 61 269 1348
management positions

Valid N (listwise) 61

6.1.2 Family Responsibilities

Majority of the respondents agreed that marriage hinders active participation of women in management positions that as the
statement shown with a mean of 3.05 and standard deviation of 1.521. The respondents agreed that parenting hinders active
participation of women in management positions with a mean of 2.70 and standard deviation of 1.626. The respondents also
strongly agreed that women’s role of child bearing, and taking care of family affect their involvement in educational leadership
with a mean of 2.61 and standard deviation of 1.441. The respondents strongly agreed that women’s lacks of support from family
(partner) affect their participation in educational leadership with a mean of 3.21 and standard deviation of 1.540.

Table 3 Family Responsibilities

N Mean Std.
Deviation

61 3.05 1.521

Marriage hinders active participation of women in management
positions
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Parenting hinders active participation of women in management
positions

Women’s role of child bearing, and taking care of family affect
their involvement in educational leadership

W.ome':n s lacks qf support fr9m family (partner) affect their 61 321 1.540
participation in educational leadership

Valid N (listwise) 61

61 2.70 1.626

61 2.61 1.441

6.1.3 Advanced Education

The respondents were asked that advanced education encourages women to apply jobs with top management positions and
agreed with a mean of 2.44 and standard deviation of 1.272. The respondents were questioned that academic qualification with
experience is a key to the appointment, recruitment and promotion of women into senior management positions and strongly
agreed with a mean of 2.25 and standard deviation of 1.422. The respondents were asked that the higher the level of education
disparity, the wider the gender gap in favor of males in which they strongly agreed with a mean of 3.18 and standard deviation of
1.522. Lastly the respondents strongly agreed that most women have low level of educational qualification than men due to
unequal opportunity in the past with a mean of 2.75 and standard deviation of 1.556.

Table 4 Advanced Educations

N Mean Std.
Deviation

61 2.44 1.272

Advanced education encourages women to apply jobs with top
management positions

Academic qualification with experience is a key to the
appointment, recruitment and promotion of women into senior 61 2.25 1.422
management positions

The higher the level of education disparity, the wider the gender
gap in favor of males

Most women have low !eve_zl of educational qualification than 61 275 1,556
men due to unequal opportunity in the past

Valid N (listwise) 61

61 3.18 1.522

6.1.4 Organizational Culture

Majority of the respondents agreed with a mean score of 3.85 and standard deviation of 1.046 that Lack of
psychological/intellectual/emotional support from senior management stems from the organizational culture. Respondents also
agreed with a mean score of 2.93 and standard 1.621 that Job recruitment and hiring practice do not attract female candidates for
leadership. Respondents agreed that Lack of special support to females to win competition for leadership positions in the
education system is always vast with this statement as shown with a mean score of 2.85 and standard deviation of 1.352.
Respondents strongly agreed some jobs are considered as men's with a mean score of 3.02 and standard deviation of 1.522.

Table 5 Organizational Culture

N Mean Std.
Deviation

_Lack of psychological/intellectual/emotional support from 61 385 1.046
senior management

Jc_>b recruitment ar_ld hiring practice do not attract female 61 293 1621
candidates for leadership

Lack_ of spgmal_support to _females to win competition for 61 285 1352
leadership positions in the education system

Some jobs are considered as men's 61 3.02 1.522

Valid N (listwise) 61

6.1.5 Women Leadership

Majority of the respondents agreed with a mean score of 3.57 and standard deviation of 1.488 that Women are not participated
in Policy and decision making in educational leadership. Respondents agreed that women are uncomfortable in headship positions
because of long working hours and staying in the school compound with a mean score of 3.57 and standard deviation of 1.488.
Respondents disagreed beliefs that a woman’s role lies in the kitchen/house-keeping with a mean 3.57 and standard deviation of
1.488 and lastly respondents disagreed that Women lack the promotion of interests to be leaders with a mean of 3.56 and standard
deviation of 1.455.
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Table 6 Women Leadership

N Mean Std.
Deviation

61 3.57 1.488

Women are not participated in Policy and decision making in
educational leadership
Women are uncomfortable in headship positions because of long

working hours and staying in the school compound 61 3.57 1.488

Beliefs that a woman’s role lies in the kitchen/house-keeping 61 3.57 1.488
Women lack the promotion of interests to be leaders 61 3.56 1.455
Valid N (listwise) 0

6.2 Inferential Statistics
6.2.1 Coefficient of Correlation

Pearson Bivariate correlation coefficient was used to compute the correlation between the dependent variable (political
stability) and the independent variables (clan federalism, federal governance and federal policies). According to Sekaran, (2015),
this relationship is assumed to be linear and the correlation coefficient ranges from -1.0 (perfect negative correlation) to +1.0
(perfect positive relationship). The correlation coefficient was calculated to determine the strength of the relationship between
dependent and independent variables (Kothari and Gang, 2014).

Table 7 Correlation Analysis

Women Gender Family Advanced  Organizational
Leadership  Stereotypes Responsibilities Education  Culture
Women 1
Leadership
61
Gender 246" 1
Stereotypes 004
61 61
Family 234" 655" 1
Responsibiliti 1000 1000
& 61 61 61
Advanced .100 344" 3907 1
Education 001 003 001
61 61 61 61
Organizati 3407 552" .820” 400™ 1
onal Culture 003 000 000 000
61 61 61 61 61

*. Correlation is significant at the 0.05 level (2-tailed).
**_ Correlation is significant at the 0.01 level (2-tailed).

In trying to show the relationship between the study variables and their findings, the study used the Karl Pearson’s coefficient
of correlation (r). This is as shown in Table 4.14 below. According to the findings, it was clear there was a positive correlation
between the independent variables, gender stereotypes, family responsibilities, advanced education, and organizational culture and
dependent variables women leadership. The analysis indicates the coefficient of correlation, ‘r’ equal to 0.246, 0.234, 0.100 and
0.340 for gender stereotypes, family responsibilities, advanced education, and organizational culture respectively. This indicates a
significant relationship between independent variables and dependent variable.

6.2.2 Coefficient of Determination (R?)
The model explains 25.4% of the variance (Adjusted R Square = 0.254) on women leadership. Clearly, there are factors other

than the four proposed in this model which can be used to predict women leadership. However, this is still a good model as
Cooper and Schinder, (2013) pointed out that as much as lower value R square 0.10-0.20 is acceptable in social science research.
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This means that 25.4% of the relationship is explained by the identified four factors namely gender stereotypes, family
responsibilities, advanced education and organizational culture. The rest 74.6% is explained by other factors in the women
leadership not studied in this research. In summary the four factors studied namely gender stereotypes, family responsibilities,
advanced education and organizational culture determines 25.4% of the relationship while the rest 74.6% is explained or
determined by other factors. Table 4.15 shows the model summary results of the standard multiple regression analysis on the
effect of conscious leadership on peace building in Mogadishu, Somalia.

Table 9 Model Summary

Model R R Square Adjusted Std.  Error of the
R Square Estimate
1 .551% .304 .254 .94044

The model explains 30.4% of the variance (Adjusted R Square = 0.254) on women leadership. Clearly, there are factors other
than the four proposed in this model which can be used to predict women leadership. However, this is still a good model as
Cooper and Schinder, (2013) pointed out that as much as lower value R square 0.10-0.20 is acceptable in social science research.
This means that 25.4% of the relationship is explained by the identified four factors namely gender stereotypes, family
responsibilities, advanced education and organizational culture. The rest 74.6% is explained by other factors in the women
leadership not studied in this research. In summary the four factors studied namely gender stereotypes, family responsibilities,
advanced education and organizational culture determines 25.4% of the relationship while the rest 74.6% is explained or
determined by other factors. Table 9 shows the model summary results of the standard multiple regression analysis on the effect of
conscious leadership on peace building in Mogadishu, Somalia.

6.2.3 Analysis of Variance (ANOVA)

The study used ANOVA to establish the significance of the regression model. In testing the significance level, the statistical
significance was considered significant if the p-value was less or equal to 0.05. The significance of the regression model is as per
Table 4.16 below with P-value of 0.000 which is less than 0.05. This indicates that the regression model is statistically significant
in predicting factors of women leadership. Basing the confidence level at 95% the analysis indicates high reliability of the results
obtained. The overall ANOVA results indicates that the model was significant at F = 6.109, p = 0.000. Table 4.16 shows the
ANOVA results of the standard multiple regression analysis on the factors affecting women leadership in secondary education in
Banadir region.

Table 10 ANOVA

Model Sum of Squares df Mean F Sig.
Square
Regression 21.612 4 5.403 6.109 .000°
1 Residual 49.528 56 .884
Total 71.139 60

6.2.4 Regression Analysis

The regression equation below has established that taking all factors into account (women leadership as a result of tea
valuation gender stereotypes, family responsibilities, advanced education and organizational) constant at zero women leadership
was 13.723. The findings presented also shows that taking all other independent variables at zero, a unit increase in gender
stereotypes will lead to a 0.178 increase in the scores of women leadership; a unit increase in family responsibilities will lead to a
0.130 increase in women leadership. This therefore implies that gender stereotypes and family responsibility variables have a
positive relationship with organizational culture contributing most to the dependent variable.

Table 11 Regression Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta
Error
1 (Constant) 13.723 1.878 7.307 .000
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Gender Stereotypes 178 130 194 2.364 .001
Family Responsibilities 130 134 201 3.977 .003
Advanced Education .286 115 294 2.495 .015
Organizational Culture .356 130 516 2.735 .008

a. Dependent Variable: Women Leadership
The regression equation was:
Y =13.723 + 0.178X; + 0.130X,

Where;
Y = the dependent variable (Women Leadership)
X3 = Gender Stereotypes
X, = Family Responsibilities

From the table we can see that the predictor variables of women leadership as a result of women leadership as a result of tea
valuation gender stereotypes, family responsibilities, got variable coefficients statistically significant since their p-values are less
than the common alpha level of 0.05, while advanced education and organizational had their p-values greater than 0.05, hence not
significant.

7. Conclusions and Recommendations
7.1 Conclusions

The most attractive jobs with high salary, significant benefits and better promotion opportunities are not only held mainly by
men in many cultures. Gender-role stereotyping was not also raised as a concern to be addressed as it was often not reinforced by
school curricula than not slowed down women succeeding to top leadership roles. No absolute absence of women in decision
making positions stems from variety of factors. No pertinent barriers to women’s leadership which can be categorized in to:
barriers stemming from socialization and stereotyping; individual and organizational barriers. The study found out that there is no
positive correlation between stereotypes and women leadership in secondary education in Benadir.

The reality is the fact that women have additional physical demands, such as sicknesses that are directly related to pregnancy,
and may encounter complications during and after the pregnancy. Many women choose to put family first and then fit their job
around the family, others decide to focus on their career and postpone having children, and some choose to manage a dual-career
household with shared responsibilities. The study found out that there is correlation between family responsibilities and women
leadership.

Educated women have reduced fertility rates, brought up healthier, better educated children, and reduced infant and maternal
mortality rates. At the society level, educated women participate more in development activities as well as in political and
economic decision-making processes. However, for one to occupy top management and leadership positions one needs higher
education. One fact that is evident from various research findings is that the higher the level of education, the wider the gender
gap. The study found out that there is correlation between advanced education and women leadership in secondary education in
Benadir.

The ‘Glass-Ceiling’ is not the most important reason for women’s under representation in leadership-positions. The culture
allows women to reach top leadership positions and the jobs become equal between men and women. Management is not
stereotyped as masculine and male domain. No Gender bias in promotion of teachers to management positions which can be
another factor. So there is no correlation between organizational culture and women leadership in secondary education in Banadir
region.

7.2 Recommendations

After finding that the factors such as gender stereotypes, family responsibilities, advanced education and organizational culture
affects women leadership in secondary schools education in Banadir region, the study recommended:
i. There is need to increase women representation in educational management in all districts in the country.

ii. The Ministry of Education should encourage women to accept positions on schools’ top leadership positions whenever
appointed.

iii. The Government of Somalia should use appropriate forums to advise men to support and encourage their spouses to
participate in education management and leadership.

iv. The Government of Somalia and schools should review school policies, practices and procedures that hinder or
discourage women from participating in educational leadership.
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v. The Government of Somalia should come up with more affirmative action policies at the school and college levels and
ensure that they are implemented. This will increase the participation of women in schools and colleges. The educated
women will then qualify to participate in educational management.

vi. The Ministry of Education should introduce incentives like recognition certificates for women who participate in
education management.

vii. The Ministry of Education should promote more female teachers who will act as role models and mentors for other
women in the realm of academia.
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