UNIVERSITY OF TURKISH AERONAUTICAL ASSOCIATION
INSTITUE OF SOCIAL SCIENCE

BARRIERS FACING WOMEN SEEKING LEADERSHIP POSITIONS
AT THE MINISTRY OF EDUCATION IN LIBYA

MASTER’S THESIS

Manal Elhadi EL WADDAD

Department of Management

Master of Management Program

AUGUST 2017



UNIVERSITY OF TURKISH AERONAUTICAL ASSOCIATION
INSTITUE OF SOCIAL SCIENCE

BARRIERS FACING WOMEN SEEKING LEADERSHIP POSITIONS
AT THE MINISTRY OF EDUCATION IN LIBYA

MASTER’S THESIS
Manal Elhadi EL WADDAD

1508021002

Department of Management

Master of Management Program

Thesis Supervisor: Assoc. Prof. Dr. Suat BEGEC



Manal Elhadi Ali Elwaddad, student number; 1508021002 and enrolled in the

Master Program at the Institute of Social Science at the University of Turkish

Aeronautical Association, having met all of the required conditions contained in the

related regulations, has successfully accomplished, before the Jury, the presentation of

the thesis titled “Barriers Facing Women Seeking Leadership Positions at the Ministry

of Education in Libya”.

Supervisor

Jury Members :

: Assoc. Prof. Dr. Suat BEGEC |:|

Thesis Defense Date: 25 August 2017

: Assoc. Prof. Dr. Suat BEGEC |ZI |:|

: Prof. Dr. Unsal SIGRI D

accept/rejection

University of Turkish Aeronautical Association

accept/rejection
Prof. Dr. Dursun BINGOL |:| .

University of Turkish Aeronautical Association 5. —=.....

accept/rejection

Baskent University

accept/rejection

University of Turkish Aeronautical Association ....

CONFIRMATION
Assist. Prof. Adnan GUZEL

Institute Director

141090017

ii



THE UNIVERSITY OF TURKISH AERONAUTICAL ASSOCIATION
INSTITUTE OF SOCIAL SCIENCE

I hereby declare that all the information in this study, I presented as my
Master’s Thesis titled “Barriers Facing Women Seeking Leadership Positions at the
Ministry of Education in Libya”, has been presented in accordance with the academic
rules and ethical conduct. T also declare and certify with honor that I have duly cited

and referenced all the sources I made use of in this present study.

25 August 2017
Manal Elhadi Ali Elwaddad

/

iii



DEDICATION

First, 1 thank God for giving me the strength and ability to accomplish this
research.

| dedicate this thesis to my parents, Elhadi Ali Elwaddad and Salema Omar
Elwaddad, with all my love for guiding me through my life journey, for giving me all
the opportunities, for their sacrifice while I am in Turkey, and for their prayers for me.

I shall not forget my dear husband Mohamed Ali who was with me in every step
of my scientific and practical life.

Thanks to my brothers: Rabi and Mohammed, for their trust in me and their
support. My dream to obtain Master's degree has now become a reality.

Thanks to my sisters: Seham, Rabab, Aya, Nawal, Enas, and Rawasi, for Support
in different ways.

| also dedicate this work to my children Fatima and Feras, and ask them to
forgive me for the passage of time without them, and for not taking very good care of

them.



ACKNOWLEDGEMENTS

The journey of writing this thesis began back in February 2016, when | started
to fulfill my dream of obtaining a Master's degree in Management. Now, the dream
has become a reality and there is a number of people who made invaluable
contributions to the development of this thesis in particular.

Special thanks are due to my supervisor Associate Professor Dr. Suat Begeg,
who allowed me to become an academic scholar. | am, forever, grateful for his
leadership and guidance, giving me encouragement and enthusiasm to obtain my
Master's degree. In addition, | thank Dr. Mahmud Tawel for his help, and his
confidence that | can accomplish my thesis.

August 2017 Manal Elhadi Ali Elwaddad



TABLE OF CONTENTS

D1 0N N [ SO PS iv
ACKNOWLEDGEMENTS ..ottt %
TABLE OF CONTENTS ...ttt Vi
LIST OF TABLES ...t bbb viii
LIST OF FIGURES ..ottt sttt X
ABSTRACT .. bbb bbbttt e bbb Xi
(074 2 TR Xiii
CHAPTER ONE ..ottt st bbb 1
1. THEORETICAL FRAMEWORK ..ottt 1
1.1 BaCKQrOUNG.........coiieiiieieiiiesieeie sttt te e ste e s raene e 1
1.1.1 OVerview Of Chaplers.........coeiiiiiiieniiisie e 2

1.2 Organization Of THESIS.......cccvciiiicie e 3
1.2.1 Research Problem ... 3

1.2.2 Importance 0f RESEArCh ..........cccoveiiiiiccceceee e 4

1.2.3 ReSearch ODJECLIVES .........ccciiiiiriiieriisiisieseeeeee e 4

1.2.4 RESEArCH TREOIY ...cueiiiieiicee et 5

1.2.5 Research HYPOtNESES........cociiiiriiiiriesie st 5

1.2.6 ReSEarch QUESLIONS.........cuiiiviecriiiiee ettt anee s 6

1.2.7 Materials and Method...........cccccveiiiiiieiicesee e 7

1.2.8 Previous Studies on Women's Leadership in Libya.........c.c.cccccvevenneen 9
CHAPTER TWO ..ottt 11
2. LEADERSHIP......coiiiiiit i 11
2.1 Who Are The Leaders, and What Is Leadership?.........ccccvvvvievvncnivenene 11
2.1.1 Who Are Managers and What Is Management?............cccccceveevvennenn. 11

2.2 Leadership Styles and ThEOIIES ... 14
2.2.1. Early theories of leadership focUSES ON ........cccevveiviiiiiiciecccee, 14

2.2.2 Major Contingency Theories Of Leadership.........cccccoceviviniininienn, 17

2.2.3 Contemporary Views Of Leadership.........ccccoecevvvevieiieiieiecic e, 21

2.2.4 History of Leadership and Women Leaders in the Arab World........ 27

2.3 Gender in Leadership......ccvcveiieiiieceece e 30
2.3.1 Gender Idifferences In lleadership In The Arabi World ................... 32

2.3.2 Women’s Leadership........cccoovviiiiiiiiiiiiici e, 33
CHAPTER THREE ..ottt 35
3. BARRIERS AND CHARACTERISTICS OF WOMEN IN LEADERSHIP...... 35
3.1 The Barriers Prevent Women From Achieving Positions Of Leaders.......... 35
3.2 Characteristics Of Women Seeking Leadership Positions .............c.cccceevenn 41
3.3 The Actions That They Employed In Tackling Those Barriers.................... 50
CHAPTER FOUR ..ottt sttt 52
4., RESEARCH METHODOLOGY ....cociiiiieie ettt 52
4.1 The QUESLIONNAITE (SUIVEY) ....ccveiiiiiiie ittt 52
4.2 SAMPIE DESIGN ..eviiniiieierie sttt 54

Vi



4.2.1 Method Of Determining Sample Size ......ccccccoovvieviveve i, 54

4.2.2 Reliability and Validity ...........cccooiiiiiiiiicee e 55

4.3 Data Analysis FIndings and DiSCUSSION..........cccccvevueiieiieeresiesee e, 56
4.3.1 The Descriptive StatisticsS ANalYSIS .........cccooeieieiiniiiiieeeeeeee, 57

4.3.2 Group Differences Based On Demographici Factors................c....... 64

G T O] ¢ =] P-4 o 1SRRI 72

4.3.4 Regression ANAIYSIS ......ccciiveieiieiie i see e 75

4.3.5 DISCUSSION.....ueiiiitieitieii e sieeie ettt sreeste st e steeaeeneenreas 91

4.4 The Most Important Results Of Study ..........ccccevveveiieiicccce e, 95
4.4.1 Comparison Between Results Of The Present Study And Previous
STUAIES ..t 96

CHAPTER FIVE ...ttt 99
5. CONCLUSION AND SUGGESTIONS .......cccootiininiiiieiene e 99
T8 A 3 Tod 11 ] o] ST TR 99
5.2 SUQQESLIONS ....c.vveeeeiie ettt ettt e e aesraeste e e naesaeaneenneas 100
REFERENCES. ..ottt 103
APPENDIXES ..ottt bbb 110
Appendix-A: The Participant QUESLIONNAITE. ..........ccocvrerieieie e 111
Appendix-B: Arabic Participant QUEStIONNAITe .............ccoecveveeieeieeie e 118
APPENTIX-C: DESCIIPLIVE ..ottt 123
CURRICULUM VITAE ...ttt 129

vii



LIST OF TABLES

Table 4.1 : Reliability SAtISTICS. ....cccveiiiiiiieeie s 56
Table 4.2 : Frequencies fOr age groUpPS.......cccveveieeresiesieesie e e sie e seesee e 58
Table 4.3 : shows ifrequencies for the level of education. ..........cccccoevviiirinnne. 59
Table 4.4 : Frequencies for years of eXperience. ..........ccevvevviieivevecieeceese s 60
Table 4.5 : Frequencies for SUPErvisSory Status. .........c.ccocerereeieerienenenenesesieeieas 61
Table 4.6 : Frequencies for the maritali Status...........cccccovvveviiieiicie e, 62
Table 4.7 : frequencies for the number of ichildren. ..........cccoocoiiiiiiininiiie, 63
Table 4.8 : Distribution of answers for identification of barrier existence........... 64
Table 4.9 : Independent samples test: age as a variability factor. ........................ 66
Table 4.10 : ANOVA: Level of education as a variability factor.......................... 67
Table 4.11 : ANOVA: Years of Experience as a variability factor. ....................... 68
Table 4.12 : Independent samples test supervisory status as a variability

2103 (o] OSSR 69
Table 4.13 : Independent samples test marital status as a variability factor........... 70
Table 4.14 : ANOVA: Number of children as a variability factor. ........................ 71
Table 4.15 : Correlation between personal barriers and influential actions in

reaching SUPEriNTENENCE. ......coviieieieie et 72
Table 4.16 : Correlation between importance of personal characteristics and

influential actions in seeking superintendence. ...........cccccooevvrvnnnnnne 73
Table 4.17 : Correlations between leadership styles and influential actions

IN reaching SUPErinteNdeNCE. .........coeveieiiniieeee e 74
Table 4.18 : Correlations between leadership styles and barriers (Degree of

DIffICUILY). oo 75
Table 4.19 : The ModeliSummary of personal characteristics are predictors

OF ACHION TIVE. ... 76
Table 4.20 : COBTFICIENTS......oveieiece e 76
Table 4.21 : The Model iSummary of personal characteristics are predictors

OF QCHION B. ... 76
Table 4.22 1 COBTIICIENTS. ..o e 77
Table 4.23 : The Modeli Summary of three models. ............cccoeveiieiiiiciiccccee, 78
Table 4.24: COETfICIENTS.......ciieeee e 78
Table 4.25 : The model SUMMAIY.i......ccccoeiieiiie e 79
Table 4.26 1 COBTIICIENTS.......oiieeeie e 79
Table 427 : The Modeli Summaryi of three models. ...........cccooeiviviiiccicccce, 80
Table 4.28 : COBTICIENTS. ......ociiiiie s 81
Table 4.29 : The model isummary of three models. ........ccccooviiiiiiiiiiie 81
Table 4.30 : COBTICIENTS.......oiiiiiie s 82
Table 4.31 : The model summary of three models. .........ccccoviiiiiiiie 83
Table 4.32 1 COBTICIENTS.......oiiiiie e 83
Table 4.33 : The Model Summary of three models. .........ccccooviiiiiiiiiis 84
Table 4.34 1 COBTICIENTS.......oiiiiiiie e 84

viii



Table 4.35 :
Table 4.36 :
Table 4.37 :
Table 4.38 :
Table 4.39 :
Table 4.40 :
Table 4.41 :
Table 4.42 :
Table 4.43 :
Table 4.44 -
Table 4.45 :
Table 4.46 :

The Model Summary of three models. ..........cccceoveveiieiie i 85
COBTTICIENTS. .. 85
The MOodel SUMMAY. ......cooiiiiiiece e 86
COBTTICIENTS. ..t 87
The iImodel ISUMMATY. ......cccviiiiieir e 87
COBTTICIENTS. .. 88
The imodel isummary of three models...........ccccccveveiieii e, 88
(O00]=] 1 T =] 1 £ RRT 89
The modelisummary of three models. .........cccocevviieiiece i 89
COBTTICIENTS. .. 90
Modelisummary of three models...........cccccevveiiiieii e 90
COBTTICIENTS. .. 91



Figure 1.1:
Figure 2.1:
Figure 2.2 :
Figure 2.3 :
Figure 2.4 :
Figure 2.5 :
Figure 2.6 :

Figure 2.7 :
Figure 4.1 :
Figure 4.2 :
Figure 4.3 :
Figure 4.4 :
Figure 4.5 :
Figure 4.6 :
Figure 4.7 :

LIST OF FIGURES

Organization of thesis, Source: designed by.........cccoovviiiinninnn 3
Efficiency and effeCtiVeness. .........cccvevviieiicic i 12

Four functions of management ..........cccooeviiiiiniiieieiee e 13
The fiedler MOdel..........coov i 19
Path-goal MOdel ...........ccoiiiiii 20
Contemporary views of leadership style source: created it by. ........... 21
Transactional and Transformational leadership source: created

TE DY et 22
Categorization of leadership Styles..........ccocoviiriiiiiiienen s 27
Practical Side Plan. ..........cocevveiiicciee e 52
SAMPIE AL GrOUPS. ..evvereeneeieitericeieeie ettt 58
Sample level of education groups. .........cccceevvereiiieiieve e 59
Sample years Of EXPErienCe groUPS. ...ccccoerererererisieeieriesie e sieseeas 60
SUPEIVISOIY STALUS. ...cuvieiieiiieiie ettt nas 61
Sample marital Status groUPS. ......cccueveieerierenese e 62
Sample Number of children for each group........c.cccccecvvviiieiiciccnnen. 63



ABSTRACT

Barriers Facing Women Seeking Leadership Positions
At The Ministry Of Education In Libya

Elwaddad, Manal Elhadi Ali
Master, Department of Management
Supervisior: Assoc. Prof. Dr. Suat BEGEC
Agust 2017, 129 pages

Women usually aspire to be in leadership status at organizations. Some
researchers attribute the absence of women in leadership positions to a scanty number
of educated women, despite the fact that women have lately made important
achievements in education. This hard mindset, often-in male-dominated cultures such
Libya, denies women the opportunity to gain top management and leadership positions
in the functional hierarchy of organizations.

This thesis shows and analyzes many barriers that face women in obtaining
senior management leadership positions at the Ministry of Education in Libya, through
a quantitative approach. The aim of this quantitative study is to discover and
understand the experiences and barriers encountered by women while aspiring,
seeking, and serving in high-level leadership positions. All is to identify actions that
they employed in overcoming those barriers. Effective educational management is a
prerequisite for quality education, so barriers facing female managers need to be
addressed. While researchers have studied the barriersfacing female educational
leaders in other countries, there is a scarcity of literature about female managers in
Libya. Among recent studies that focus on a full range of leadership styles, the current
study seeks to use the leadership style of working women in order to give a clear
description of these three leadership styles which include Transactional Leadership,
Transformational Leadership, and Laissez faire Leadership and argues which of them
is the most effective and Identify the relationship between leadership styles and both

personal barriers and the use of actions taken by females who seek to reach leadership

Xi



positions through the implementation of a multifactor leadership questionnaire to
measure leadership styles, In addition, the participant questionnaire in Libya was used
to collect data more broadly on the identification of barriers, characteristics, and
actions also to validate the questionnaire of the participant and sample size, which used

in the study were 387 female teachers.

Keywords: Women, leadership, barriers, quantitative approach
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OZET

Libya’daki Egitim Bakanliginda Liderlik Pozisyonu Arayisinda
Olan Kadinlara Yonelik Engeller

Elwaddad, Manal Elhadi Ali
Yiiksek Lisans, Isletme Anabilim Dali
Tez Danigmani: Assoc. Prof. Dr. Suat BEGEC
Agustos 2017, 129 sayfa

Kadinlar genellikle kurumlarda liderlik konumunda olmay1 ¢ok istemektedirler.
Kadinlar son zamanlarda egitimde onemli kazanimlar elde etmelerine ragmen, bazi
arastirmacilar kadinlarin liderlik konumlarinda olmayisin1 egitimli kadinlarin
sayisinin az olmasina baglamaktadirlar. Bu kat1 yaklasim kadinlar1 genellikle Libya
gibi erkek egemen kiiltiirlerde kurumlarin kariyer basamaklarinda {ist yonetim ve

liderlik gérevlerine yiikselme firsatindan yoksun birakmaktadir.

Bu tez nicel bir yaklagimla Libya Egitim Bakanliginda iist yonetimde liderlik
gorevleri elde etmek isteyen kadinlarin karsi karsiya kaldigi ¢ok sayida engeli
aciklamakta ve analiz etmektedir. Bu nicel caligmanin amaci iist diizey liderlik
konumlarinda gdrev almak isteyen kadinlarin bu konumlarda ¢alisirken kazandiklari
deneyimleri ve karsi karsiya kaldiklar1 sorunlari ve engelleri ortaya koymaya ve
anlamaya calismaktir. Bu calisma s6z konusu sorunlarin {istesinden gelmeye
calisgirken kadinlarin ortaya koydugu faaliyet ve ¢abalar1 kapsamli bir sekilde
tanimlamaktadir. Kadin yoneticilerin kars1 karsiya kaldiklar1 sorunlarin ele alinmasi
gerekli oldugu i¢in, etkili bir egitimsel yonetim kaliteli egitim icin de bir 6nkosuldur.
Aragtirmacilar baska {ilkelerde egitimle ilgili kadin yoneticilerin karsi karsiya
kaldiklar1 engelleri inceleme olanagina sahipken, Libya’da kadin yoneticiler ile ilgili
literatiir yetersizdir. Son zamanlarda ¢ok kapsamli liderlik tarzi {izerinde odaklasan
calismalar arasinda 6ne ¢ikan mevcut bir calisma etkilesimsel liderlik, doniisiimsel

liderlik ve birakiniz yapsinlar-birakiniz gegsinler anlayisina bagh liderlik tipini
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kapsayan ti¢ liderlik tarzinin agik bir tarifini yapmak i¢in, ¢alisan kadinlarin liderlik
tarzinden yararlanmayr amaglamakta, onlarin hangisinin daha etkili oldugunu
tartismakta ve liderlik tarzlariyla hem kisisel engeller hem de liderlik konumuna
ulagmak i¢in c¢abalayan kadinlar tarafindan ortaya konulan eylemlerin kullanilmasi
arasindaki iliskiyi, liderlik tarzlarini 6lgmek ve degerlendirmek igin ¢ok faktorli
liderlik anketinin uygulanmasi vasitasiyla, tanimlamaktadir. Buna ek olarak, Libya’da
katilimer anketi 6zelliklerin ve eylemlerin tanimlanmasi konusunda ¢ok daha fazla
kapsamli veri toplamak ve ayrica katilimecinin anket formunu ve érnekleme boyutunu

gecerli kilmak i¢in kullanilmis ve arastirmada 387 kadin 6gretmen yer almistir.

Anahtar Kelimeler: Kadin, liderlik, engeller, nicel yaklasim
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CHAPTER ONE

THEORETICAL FRAMEWORK

1.1 Background

Looking back at leaders and decision-makers during the past years, it is hard to
find women in leadership. In addition, women are obviously still yet absent in
leadership positions. When talking about working women and women in leadership in
the world, the concept glass ceiling often comes up which, in this context, refers to a
barrier that women face, or have faced, in the business arena. Glass ceiling comes
across in an organization at the top of the hierarchy and prevents women from
achieving the same positions as men (The Glass Ceiling Effect 2001). Some argue that
the glass ceiling has already been shattered, while others argue otherwise. Maybe
instead of aglass ceiling, women are now facing a glass labyrinth. Women have the
possibility to be at higher positions but they face many obstacles on their way and not
getting ahead straight forward as men often do (Tanhua, 2012).

In Finland, equality between men and women is considered far developed.
Finland was the first country in Europe to give women the right to vote in 1906. In
2011, according to research, Finland was the third most gender-equal country in the
world when it comes to health and education. Both men and women are well educated,
and women can choose to have both; a career and a family.

Most recent reports confirm that women rule the majority of households in the
Arab Countries. Even nowadays, many women work outside the house and still run
their home. They are the cooks, organizers, cleaners, and babysitters. This task
requires a lot of leadership ability and responsibility. It can be seen that in politics and
in large corporations where women are leaders, there are difficulties facing those

women in leadership. In addition, there is no doubt that with the existence of



opportunities for women in leadership after overcoming all difficulties, people say that
behind every successful man there is a better woman.

There are many challenges facing women in leadership. Some of those
challenges come from the organizations, while some others come from women
themselves. Women need to have confidence in themselves and their ability to do
anything anyone else can do, not just a man. In addition, society needs to start
accepting women as leaders in everything. The success should not depend on the
gender segregation and keep a positive attitude.So eventhough challenges facing
women in leadership are many, everyone still continues to strive for the equality of all
and respect for their successes.

Women issue has been studied in regional and international conferences, such as
the Women's Rights Conference held in Tripoli in April 2007. The topics discussed in
this conference were rights of Arab and African women and the resistants who use
religion to limit the rights and freedoms of women, laws that limit the exploitation of
women through media and discussed the reasons for restricting the rights of women to

participate in leadership and decision-making (Manea 2012).

1.1.1 Overview of Chapters

Chapter One: Theoretical framework

This is an introductoryi chapter, which explains the study's researchi topic and
background itogether with the Organization of the thesis, which includes research
problem, importance of research, research objectives, research theory, research
hypotheses, research questions and materials and method finally, it shows previous
studies of women's leadership in Libya.

Chapter Two: Leadership

This chapter provides and account on the concept of leadership, effective leader,
and a review of styles and theories of leadership. It also provides a review of the
available literature about gender in leadership, and women in Arabic literature.

Chapter Three: Barriers and characteristics

This chapter provides an introduction to barriers that prevent women from
achieving positions of leadership, characteristics of women seeking leadership

positions, and actions they employed in tackling those challenges.



Chapter Four: Research methodology

This chapter explains the methodology used in this research. In order to reach
the the research objectives, the researcher used the following means to collect evidence
and analyse the questionnaire which included three areas: demographic data, defined
cccess to management position (barriers, personal characteristics, actions), and
leadership style, which shows how a sample was selected. Method of determining
sample size, reliability, and validity of data also include data analysis and results of
study and discussion of findings.

Chapter Five: Conclusion

It includes the conclusion of the suggestions obtained from the study, for future

research. Finally, there are the appendixes and references.

1.2 Organization of Thesis

To write a good thesis, these stages should be followed: Figure (1-1).

Organization of thesis

2: Importance 3: Research
of Research objectives
4: Research 5: Research 6: Research
theory hypotheses questions
7. Materials 8: Findings 9: Conclusion

and method

Figure 1.1: Organization of thesis, Source: designed by (Manal, 2017).

1.2.1 Research Problem

There are several challenges that still prevent women from being at a leadership
level. Many organizations are implementing leadership growth programs aimed just at

women’s leadership success. These programs identify barriers such as lack of a family



support, lack of employment opportunities, gender discrimination, lack of
peer/collegial support, lamily responsibilities such as raising children, taking care of
parents or siblings, lack of self-confidence, racial/ethnic discrimination, and personal
lack of tenacity (see appendix 1), then suggest actions for women to avoid these
barriers. The aim of these programs is to facilitate excellent women’s leadership
abilities. In other words, women are still striving to obtain Business ChiefExecutive
Leadership roles in most of the countries where this research is Particular importance

in Libya; it is highlighted in the following paragraph.

1.2.2 Importance of Research

This thesis highlights and explains the negative impact of Libyan culture on
Libyan female leadership as an important issue, which needs more enlightenment to
create positive change in Libyan society. It is important for the Libyan society, where
there is a knowledge gap regarding Libyan women's leadership. In addition, it is useful
to conduct this research with the aim of giving a voice to women leaders in Libya and
highlight their important role, by doing a questionnaire to answer questions that show

the real difficulties facing women in achieving the following objectives.

1.2.3 Research Objectives

This study examines challenges that female educational managers face in Libya,
and it aims to explore the relationship between personal characteristics on one hand
and women'’s leadership status on the other hand. The study also aims to diagnose the
personal difficulties that influence reaching such a status, and identify actions that they
employed in tackling those challenges, in addition to exploring and analyzing the
following aspects:

1. Challenges that Libyan woman face in obtaining and maintaining their
managerial positions.

Investigate the nature of these challenges.
Know what personal characteristics women have in leadership.

Identify actions that they employed in tackling those challenges.

ok~ w0 N

Determine the type of relationship between styles of leadership and both

barriers and actions used to overcome them, and any appropriate style for



Libyan women in education.

1.2.4 Research Theory

This part of the thesis is very important because it explains the most important
points and sources on which the thesis is based. This research is mainly based on two
questionnaires: one of which focuses on barriers and characteristics of leaders in the

framing questions created by Dr. Judy G. Stouder, 1998, Sumaira Taj, 2016, and he

named it the participant questionnaire. (http://liblink.bsu.edu/catkey/1117113).

This research uses categories of leadership style, which includes transactional
leadership, transformational leadership, and Laissez-faire leadership, and it was
accepted because it was important and very common. In addition, the categories, which
it was used, refer to Full Range Model of Leadership (FRML), and have been
addressed by several researchers according to Eagly, 2003; Hanan Alabani, 2010;
Feldmann, 2012; Salter, 2014; Khan, 2016; and Anderson, 2017. Future researchers
may use the three styles above, measured by the second questionnaire (MFQ). The
Multifactor Leadership Questionnaire focuses and measures leadership styles, which
have validity and reliability, published by Bass and Avolio (1994) and has been tested
and used in many studies (Avolio, Bass, & Jung, 1999, Judge, Piccolo, & llies, 2004,
Rowold & Herrera, 2003, Rowold, 2004). The most popular - the Form 5X (MLQ—
5X; Avolio & Bass, 2002) - are as follows: (Multifactor Leadership Questionnaire

Leader Form, (5x-Short) Published by the Mind Garden, Inc., www.mindgarden.com

1.2.5 Research Hypotheses

Description of the relationships and correlations between the variables in the

questionnaire as follows:
1. There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based

on demographic factors.


http://liblink.bsu.edu/catkey/1117113

b)

d)

f)

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on age.

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on level of education.

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on tenor.

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on supervisory status.

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on marital status.

There are group differences among women groups towards personal barriers
(degree of difficulty), personal characteristics and influential actions based
on the number of children.

There is a relationship between the personal barriers and the use of actions
by females seeking superintendence positions.

There is the relationship between the personal characteristics and the use of
actions by females seeking superintendence positions.

There is the relationship between the leadership istyle and the use of actions
by females seeking superintendence positions.

The researcher believes that there is relationshipi between the leadership
style and personal barriers (degree of difficulty) facing females seeking

superintendence positions.

1.2.6 Research Questions

In order to meet the objectives of thesis, the following research questions were
identified:

1. Does women'’s leadership status vary based on demographic factors?

2. What are the challenges that prevent Libyan women from achieving



leadership positions in Libya?

3. Is there a relationship between personal characteristics of women and
women’s leadership status?

4. What are the actions that they employed in tackling those challenges?

5. What kind of leadership style do they have in their workplace?

1.2.7 Materials and Method

Means of data collection and management of measurement
Questionnaire design:

In order to answer the research questions of this thesis and meet the goals of the
research, five hypotheses have been formulated and referred to above concerning the
factors that effect the status of women in leadership. Whether positive factors which
help woman, or negative factors that prevent women. With the aim to test the
hypotheses, it was decided to conduct a survey using a questionnaire because it can
provide us with an efficient way of collecting responses from each sample using
quantitative analysis, and also to get more insight into the topic by gathering
differentiviews from femalei leaders, wherein answers were shorter but even more
pertinent. Another reason for conducting a questionnaire is striving to provide our
readers with reliable results by using the statistical analysis software SPSS.

In addition, a questionnaire has been presented to a group of specialists in the
field of statistics and management, who are Arbitrators to adjust and review it and find
out if there were technical errors in the Questionnaire or not, and to make sure that the
questions in the questionnaire were linked to our five hypotheses. Beforedistributing
it in the sample so that our participants can fully understand the questions.

(Multifactor Leadership Questionnaire Leader Form, (5x, Short). MLQRD,
©1995, Bruce Avolio, and Bernard Bass. All Rights Reserved. Published by the Mind
Garden, Inc., www.mind garden.com

(Bass, Avolio, 1990), (Bass et al, (1995), and "Transformational Leadership
Questionnaire (TLQ) (Metcalfe, 2000), and (HananMuammer Alabani, 2010)

In addition, the researcher used the Participant Questionnaire, which was created
by Judy G. Stouder (Sumaira Taj, 2016).

Scales for the measurements:

Gaining access to superintendence positions:



The Participant Questionnaire, which Stouder developed in 1998 for her
dissertation titled a profile of Female Indiana School.

A. Barriers: barriers have to be identified before they are rated. ldentified
barriers are then measured according to the degree of difficulty according to the
following way:

None =1 Modest = 2 Severe =3

B. Personal characteristics: personal characteristics are measured according to
their level of importance as follows:

Not at all important =0 moderately important = 1 extremely important =2

C. Actions: aActions are measured according to their degree of influence as
follows:

No Influence =0 Modest Influence =1 Strong Influence = 2

Leadership Style: leadership style is measured by a modified version of the
multifactor questionnaire (MLQ, 5x,and short), Bass, B., Avolio, B., and Jung, D.
(1995). This version combines nine descriptive statements. These components are as
follows:

Statements 1, 2, 3, 4 and 5 are for transformational leadership style. Statements
6 and 7 are for transactional leadership style. Statements 8 and 9 are for the Laissez-
Faire style.

Leadership style is measured in a five-point scale representing the frequency for
each respondent. These points are as follows:

(1)=Notatall (2) =Once in a while (3) = Sometimes (4) = fairly often

(5)=Frequently if not always.

Statistical methods used in the research:

Statistical techniques are used through the software (SPSS):

1. Descriptive statistics (ratios and frequencies) are used to define barriers,
actions and personal characteristics of women.

2. Anova statistical analysis is used to test means differences due to
demographic factors.

3. Regression analysis is used for building a model of relationships between
factors.

4. Correlationsis used to measure the correlation between variables.



1.2.8 Previous Studies on Women's Leadership in Libya

There are many rules in history, but this study started from the Kingdom era.

Kingdom Era.

The independence constitution of 1951 gave all Libyans (including women)
many human and civil rights. Article 10 reads: Libyans shall be equal before the law.
They shall enjoy equal civil and political rights, shall have the same opportunities, and
be subject to the same public duties and obligations, without distinction of religion,
belief, race, language, wealth, Kinship or political or social opinions. Freedom of
thought shall be guaranteed. Everyone shall have the right to express his opinion and
to publish it by all means and methods. However, this freedom may not be abused in
any way, which is contrary to public order and morality. However, this constitution
had its flaws; it failed to

Establish a balance of powers, provide for a strong judiciary or include
provisions for the management of elections.

Since independence, Libyan leaders sought to support women’s rights and
opportunities within the framework of religious values. Libyan women continued to
assert their rights during the 1960s. They exercised the right to vote and participate in
political activities. They could own and dispense with property independent of their
husbands, form their own associations (as early as 1955) and had the right to hold
office.

The Gaddafi Era.

On December 11, 1969, a constitutional proclamation was made granting women
equal rights with men under the law. Women became more active in education and
many other professions. However, their role in economic life remained little; three
percent in the 1973 census compared to 37 percent for men, which is considerably
slower than in other Arab countries. In the 1980s, women’s employment was only 7
percent of the national manpower— a two percent increase in twenty years.

During the 1970s, laws were passed regulating women’s employment, including
equal pay for equal work. Other laws encouraged women to continue to work even
after marriage and childbirth, and allowed them to retire at age 55 with a pension. A
minimum age of 18 was set for marriage, and women were given equal rights for
divorce assets of both women and men prior to marriage were protected in case of

divorce. In employment, women were overwhelmingly employed as teachers. As for



other vocations included nursing and clerical workers, despite the improving
employment opportunities, women continued to be discriminated against in high
offices and having influence in the government.

Even though there were gains in women’s rights during this era, women had
suffered disproportionately under the oppressive regime because Libyan women
traditionally sacrifice themselves for their family.

The survey of existing studies of female leadership in the Libyan context has
identified five Libyan studies namely are Hander (2000), Al-Ssapa- (2001), Altabeb
(2004) and Al-Fakeh (2006), (Hanan Muammer Alabani, 2010). To the best of the
researcher’s knowledge, that is all what has been found with respect to academic
studies about female leadership in Libya. The shortage of this type of research might
be because researchers have simply overlooked Libyan female leadership in research
studies because of the low number of Libyan women who occupy leadership roles.

However, this indication alone highlights the importance of this research and the
potential of this study, and its study of the unique leadership experiences of Libyan
female leaders in senior positions who might have different perspectives. In the next

chapter, leadership and women in leadership will be discussed in details.
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CHAPTER TWO

LEADERSHIP

2.1 Who Are The Leaders, and What Is Leadership?

According to Northouse (2015), the definitioniof leadership hasibeen a topiciof
interest on which populari debates arose, and did not possess a yet agreed definition.
It is also worth noting that WarreniBennis and Burtoni Nanus identified
850idefinitions of ileadership.

Although leadership lacks categorization for simplicity, it can be grouped into
formal and informal hierarchies, which are inside and outside of organizations.
Likewise, a leaderi may be defined by the position occupied bypersonality or charisma,
by moral authority, the power held, or by intellectuali contributions. As discussed by
Barbarai Kellerman in heri bookifollowership, how the followers areicreating
modification and changing leaders (2008). Followers of aileader also matter since the
power of a leader emanates from the willingness of the followers to obey commands.
This article studies the leaders and leadership from a managerial perspective instead
of other forms of leadership without suggesting that the latter do not matter. It states
that it is also possible for other informal leaders who have a huge influence over
followers to emerge. Thus, according to this study, the leaderi is someonei who can
affect othersi and has a manageriali authority. In conclusion, the paper focuses on
positional leaders who have formal authority and are rewarded in observable ways.

2.1.1 Who Are Managers and What Is Management?

The study clearly states that there are no single criteria for determining who can
become a manager. This is due to every kind of manager existing across all managerial

positions, be it men or women, youth or old people and that they work in all aspects
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and positions which are found across all industries and countries. The study also notes
that, although there are many different types of managerial posts and Leaders, they
have main common characteristics, which are: they have a distinct purpose, which has
a set of goals that they should achieve. Secondly, it is up to the followers to achieve
these goals by obeying the command of the leaders and finally, every organization has
a set of rules, which limit the behavior of its members to an extent. According to this
way, everybody in the organization can be guided on what to do and what not to do.
This enhances the overall production of an organization and makes it easy for leaders
to rule.

What is management?

Management is a set of processes to achieve goals effectively and efficiently. A
good manager should always try to do things both efficiently and effectively because
the efficiency is to obtain the more outputs with the least amount of inputs.
Effectiveness describes completing tasks to achieve organizational goals. In addition,
this involves not only setting goals, but also establishing strategies by working with
and through the people in order to achieve them.

According to this way, the activities of the followers can be monitored,
compared and corrected in order to bring about maximum efficiency and highly
effective results, Being effective is about doing the right things. Being efficient is
about doing the things in the right manner. Figure (2-1) shows that in a comparison
between the manager and the leader, the manager does things right (efficient), and the

leader does the right things (effective).

Effective

—>

Do the right things (Leader)

Efficient

I Do things right (Manager)

Figure 2.1: Efficiency and effectiveness (public health notes May 18, 2017).
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Four Functions of Management

a) Planning the management function, which involves setting aims, posting
strategiesi for achieving thosei aims and developing, iplans to integrate and organize
activities.

b) Organizing management function which involvesi structuring and arranging
worki to accomplish the goals of organization.

c) Leading the management function, which involves iworking with and
ithrough people to achieve organizational aims.

d) Controlling the management role, which involves comparing, monitoring,
and correcting work performance, setting objectives, strategies and plans in order to
organize activities to control and determine what is needed and how it is done, and
any other activities, which include dealing with people to control, do the actions in
order to iensure that they are done as iplanned. Achieving organization has declared to
several of the objectives. Figur (2-2) illustrates the four functions of management.

Controlling

Organizingl

‘ Leading I

Figure 2.2: Four functions of management (Minggu, September 2015).

Managers should be leaders

As stated, managers should be ideal leaders because leadership is one of the four
functions for the management by recalling that this research focuses on leader’s
managerial perspective, this section will describe the leader’s characteristics in

accordance with Islamic culture at early history.
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2.2 Leadership Styles and Theories

The study of leadership has become scholarly and professionally prominent and
focusing on an ever-changing, multi-dimensional globalized world. Despite abundant
scientific and anecdotal work on the effectiveness and potency of “good” leadership,
several leadership-related questions have remained unanswered. For instance, what
does good effective leadership look like? What is a leadership ‘style’ at its most basic
definition? What are leadership styles at a leader’s disposal? While leadership may be
seen as one of the most over-researched topics, it remains one of the most
misunderstood phenomena of our time (Gandolfi & Stone, 2016).

The leadership theories are classified into classical and modern approaches.
2.2.1. Early theories of leadership focuses on

A. The person (leader trait theories).

B. How a leader behaves with hisi or her group, imembers, (behavioral theories).

1) What traits must leaders have?

2) What do you know about leadership?

Most people put a list of characteristics of leaders, which they admire off suchias
charisma, intelligence, decisiveness, enthusiasm, strength, courage, integrity, and self-
confidence.

e) Trait theories, to search for characteristics or traits that distinguish between
the leaders from non-leaders. If this concept were available, then all leaders would
have to possess those unique characteristics making it easier for us to find leaders at
organizations.

f) However, this is not going to happen: in spite of the best efforts of
researchers, they have not found a iset of traits which wouldi always differentiate
between a leader (the person) and non —leader.

g) Effort to identify traits related to leadership (the process not the person) have
always been more successful.

14



A. The traits of leadership:

1. Drive: leaders are hard ambitious workers. They have a high desire for
achievement and a lot of power to do work, they constantly work and show initiative
without being tired in their activities.

2. The desire to lead: leaders have strong desire to impact and lead people, and
willingness to take all responsibility.

3. Honesty and integrity: leaders establish a trusting relationship among their
followers by being not deceptive, and higher consistencyibetween deed and word.

4. Self-confidence: followers look for leaders who do not doubt themselves.
Thus, leaders need to be confident of themselves to persuade their followers of their
aims and decisions.

5. Intelligence: they have to be intelligent enough in order to collect synthesis,
explain a large amount of information, and be able to create visions, make the right
decisions and solve problems.

6. Job-relevant knowledge: effective leaders have a higher degreei of
knowledgeiabout the company industryiand financial matters, In-depthiknowledge lets
them inspire good decisions and absorb effects of those decisions.

7. An extraversion: leaders are energetic, active, sociable, and assertive people,
and rarely be drawn or silent.

8. Feeling guilty: guilt proneness is positively concerning with leadership
effectiveness because it brings a strong sense of responsibility for others.

B. Behavioral theories of leadership

If theories of behavior could determine the critical behavior of the leadership,
people could be trained to be leaders behind the management development of the
premise programs.

1. University of IOWA

Behavioral dimension of democratic style includes the client, delegate authority,
and participant. It is hard to imagine that democratic leaders achieve their goals
without direct participation of others. Participation is the key to successful democratic
projects.

a) Autocratic style: leaders in this behavior make decisions without taking
opinion of their teams. An old proverb says "tt is my way or the highway", which is

considered as a good example of this kind of leadership. On the other hand, it is not a

15



bad behavior because sometimes there are situations where fast, decisive decisions
need to be made, and an autocratic leader typically makes that kind of decisions, give
a work method, limit decision makers and participation.

b) The Laissez-Faire style: Laissez-faire is a French expression that means
“leave it alone”, which is addressed to the followers or working team. Followers have
the total freedom to select, to set their own objectives and to monitor their own work
(Kurfi, 2009). “Laissez-Faire leader is a one who believes in freedom of choice for the
employees, leaving them alone so they can do as they want” (Goodnight, 2004, p. 822).
Moreover, two things are essential for the basis of Laissez-Faire leadership. On the
one hand, as the French expression signifies, to leave the employees alone to do their
jobs because of the strong belief that they know their jobs best. On the other hand, the
Laissez-Faire leadership implies that the leader does not want to exert power and
control which could stoke fear (Goodnight, 2004). The main characteristics of the
Laissez-Faire leadership style are minimal information and resources, virtually no
participation, no involvement or communication and the understanding of job
requirements, policies and procedures solely occur among employees (Goodnight,
2004). Thus, laissez-faire is often described as a form of “non-leadership” (Bass, 1985;
Harland et al., 2005 and Kurfi, 2009) because the leader holds nearly no influence over
his followers.

Within The Laissez-Faire leadership style, it is hard to identify who the leader is
and who the followers are (Kurfi, Leadership Styles: The Managerial Challenges in
Emerging Economies, 2009).

Laissez-Faire (LF) is the avoidance or absence of leadership. In its extreme,
nothing is transacted between the leader and the follower. When the leader delays
decisions and gives neither instructions nor feedback, there is no attempt to motivate
followers nor does the recognition and satisfaction of their needs to take place. Laissez-
faire leadership is the most ineffective leadership (resp. non-leadership) style in the
full range of leadership. Taking all the different styles and behavior facets together the
full range of leadership.

According to Bass and Avolio (1994), (Bass & Avolio, 2004b). “Laissez-Faire
leadership style reflects a lack of leadership which manifests itself as non-leadership
behavior, having a propensity of escaping responsibilities”. Laissez-Faire leaders

demonstrate limited participation in vital organizational matters and incline to
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procrastinate their response to critical issues. Researchers highlight that Laissez-Faire
leaders are least attentive to the completion of duties and productivity (Anderson &
McColl-Kennedy, 2005). The avoidance of involvement is a fundamental
characteristic of the Laissez-Faire leadership style. This avoidance behavior leads to
excessive frustration among followers and low level of followers” self-esteem.
Laissez-Faire leaders show very little care for followers' actions, and their consequent
impact on organizational outcome rather becomes a source of followers demotivation
given the negative characteristics of the Laissez-Faire as a style. To conclude, despite
mixed results that were carried out by later studies, democratic style of leadership is
the most effective (Anderson, 2017).

2.2.2 Major Contingency Theories Of Leadership

Contingency theories reveal that success of a leader hinges on the specific
situation at hand. Certain factors come to play that define whether a particular leader
or leadership style will be effective for the given situation. Those factors include task,
personality of the leader, and the composition of the group meant to be led. Its basic
assumption is that leadership — success or failure — is situational. There is a number of
different sub-theories that fall under the general contingency umbrella. They include
Fiedler’s Contingency Theory, Situational Leadership Theory, and Path-Goal Theory.
While all are superficially similar, each one offers its own distinct view on leadership.

1. Fiedler’s Contingency Theory

Fred Fiedler has developed the first model for leadership.

The Fiedler contingency imodel proposed that effect in-group performance
entirely depends on matchingi the leader's style,i amountiof influence and control in
the situation. this model is based ion the hypothesis that a specific leadership style
would be highly effective in different kinds of situations. There are two keys:

a) Explain the differenti types of situations and leadership styles.
b) Identifyi the suitable style iand isituation for each group. (Avishek, 2017).

Fiedler suggested one of the major factors in leadership success, which oriented
an individual task or relationship. Fiedler tried to develop the Least Preferred Co-
worker (LPC) questionnaire as a way to classify the styles of a leader, which includes
18 pairs of contrasting adjectives such as difficult-easy, alive-dead, friendly-
unfriendly. Fiedler wanted the respondents to give their opinions about all the co-
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workers they worked with, and tell if they were bad or they enjoyed work with them
by rating him/her on a scale of 1 to 8 (8 for the very positive adjective and 1 for the
very negative).

Sometimes, the leader may give the least preferred co-worker a positive mark or
using a simple word like "high" which refers to LPCi score (a score of i64 or above).
A respondent finds the good personal relations with co-workers are too attractive,
which is considered as relationship oriented. On the other side, it may be noticeed that
the least preferred co-worker is in favorable termsi (a low LPC, a score of i57 or
below), so s/he will be interestedi in productivity and how to get the job done, and the
style would be classified as a task oriented.

A few number of people may feel confused between these two terms and do not
know how to deal with the cut-and-dried leadership style. Fiedler specified
aniimportant point i.e. the person'si leadership style which was ifixed in any case of
the situation. In other words, if youi were a relationship-orientedi leader, you would
always use the same style for the itask oriented. Evaluation of the situationi for the
purpose of matching the leader with the situation comes after the LPC evaluation of
an individual leadership style. Fiedler declared a research, which defined the key
situational factors in the effectiveness of a leader through three emergency dimensions.
Figure (2-3) shows the Fiedler model:

1. Relation between leader and followers, which depends on the degree of self-
confidence, and respect of employees to their leader, is classified as poor or good
relations.

2. Structure of the task, which is about the degree of formalization of job
assignments and structure, is classified as low or high.

3. Position power, which is about the leader’s influence on activities such

discipline, hiring, promotions, and wages.
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Findings of the Fiedler Model
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Figure 2.3: The fiedler model (Avishek, 2017).

1. The Situational Leadership Theory

Situational Leadership Theory (SLT), a theory that has been developed by iPaul
Hersey andi Ken iBlanchard, focuses on the ireadiness of followers. First, two
important questions need to be answered: why does the ileadershipitheoryifocuses on
the ifollowers? What is the purpose of the readiness term? To answer the first question
it should be noticed that the following important aspect has been forgotten in most of
the leadership theories, which focuses on the leadershipi effectiveness that reflectsi the
reality of the followers who reject or accept the leader. Despite whati the leader does,
the igroup’s ieffectiveness depends on the follower’s job. With regard to the purpose
of the term of readiness, according to Hersey and Blanchard, it refers to the extent to
iwhich people ihave the ability and iwillingness to finish a particular task.

2. Path-Goal Theory

Path-goal theory stated that the leader's role is to give support and help to the
followers in order to reach their goals, and to ensure that their goals are compatible
with the goals of the organization. Later, Robert House developed this theory and
indicated that it takes key elements from the expectation of the theory of motivation.

These elements have been classified into four:

1. Directive leader is the one who lets an inferior knows what is expected of

him/her, and provide guidance on how to get tasks done.
2. Supportive leader is the one who is friendly and cares about followers’ needs.
3. Participative leader is the one who cares about member's opinions and

considers their suggestions.

19



4. Achievement-oriented leader is the one who challenges his followers to do

their best to reach his goals.

Although, Fiedler's opinion showed that the leader’s behavior is fixed, House
said that leaders are flexible and the can use any or all styles of leaderships subject to
the situation, of course. Figure (2-4) shows that the path-goal theory has two situational
variables:

Thoseiin the environment that are outside theicontrol of the followeri (factors
including task istructure, formal authorityisystem, and the iwork group).
Those that are part of the personal characteristics of the ifollower (include
icontrol, experiencei and iperceived iability).

Environmental contingency
factors
* Task structure
* Formal authority system
e Work group

Leader behavior
= Directive Outcomes
= Supportive r - * Performance

= Participative * Satisfaction
* Achievement oriented

Employee contingency factors
* Locus of control
* Experience
* Perceived ability

Figure 2.4: Path-goal model (Stephen Robbins, 2017).

1. Supportive leadership is one of the leadership styles found in path-goal
theory, and it aims to get a high employee performance and satisfaction.
Therefore, the leader’s role is only to support his followers without telling
them what they have to do.

2. Directive leadership is another style of leadership, which is considered as a
useless guidance to his followers because they are very capable and have a
great experience, so they do not need a leader to give them directions.

3. Achievement-oriented leadership is a style by which leader puts challenging
goals and competes against his employee(s), so followers know what the
expectations are.
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2.2.3 Contemporary Views Of Leadership

There are four modern views of leadership:

1. Leader-Member Exchangetheory (LMX).

2. Transformational-Transactional Leadership.

3. Charismatic-Visionary Leadership.

4. Team Leadership. (Stephen-p-Robbins, San Diego State University, Mary
coulter Missour State University, David A. Decenzo Coastal Carolina
University 2017).

Leader-Member Transformational-
Exchange Theory Transactional
(LMX) Leadership

\ 3 \ 3

Charismatic- :
Visionary Team Leadership

Leadership

\

\3

Figure 2.5: Contemporary views of leadership style source: created it by (Manal, 2017).

A. What do the four contemporary views of leadership tell us?

At the beginning of this chapter, it was mentioned that leadership studies have
long had the goal of what it takes to be an effective leader. And the need to know that
the goal did not change. However, these views of leadership have a common topic: a
leader who interacts with inspiration and supports his followers.

1. Leader-Member Exchange Theory (LMX).

Every leader had "favorites” in the group. Leadersi createi 'in' and ‘out'igroups
and those who are in "ini group"iwill have higher performance ratings, less turnover
and greater ijob isatisfaction, which is a study pointed out by Leader-Memberi
Exchange Theory LMX theory stated that the relationship between a leader and a
particular follower which would be classified him as an 'in' or ‘out' . To maintain this
relationship, both the ileader and theifollower need to invest in relationship. Followers

who want to be in "in group" have to be demographic, and have attitude and
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personality, and have a higheri qualification than i"out group" imembers in order to
be chosen by leaders.

2. Transformational-Transactional Leadership

Many early theories of leadership viewed leadersi as transactional leaders i.e.
leaders who lead through usingi social iexchanges (oritransactions). Transactional
leaders direct or motivatei followers in order to work itowards establishedi goals by
exchangingi rewards fori their iproductivity. However, there is ianother itype of
leaders - a transformational leader-stimulates who iinspires (transforms) ifollowers in
order to accomplish extraordinary results. How can he do that? He can do that by
taking into consideration the concerns and developmentali needs of
individualifollowers; changing followers' awarenessi of problems by ihelping those
followers to lookiat old problems in newiways; and followers need to be more excited,
arousing, and inspired to give extra effort in order to achievei group goals.

Transactionali and Transformationali Leadershipi should not be known as
opposing approaches to get things done. It is developed from Transactional
Leadership. Transformational Leadership provides levels of employee efforts and
performance that goibeyond what may happen with a Transactional approach alone.
Furthermore, Transformationali Leadership is more than just charisma since the
transformationalileader tried toiinstill the ability to question in follower’s minds not

only certain views but also those iviews held byithe leader.

Transactional Transformational

U

Figure 2.6: Transactional and Transformational leadership source: created it by (Manal, 2017).

Theievidence that supportsitheitransformational leadership over itransactional
leadershipi is ioverwhelmingly interesting. For example, studies that are carried out at
managers in different environments, which include the imilitary and business, ifound

out that itransformational leaders were evaluated as imore effective, interpersonally
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sensitive, higheri performersithan their itransactional counterparts. In addition to that,
evidence refers to that transformational ileadership is strongly connected with lower
turnoveri rates and higheri stages of productivity, work engagement, employeei
satisfaction, icreativity, goal achieving, and ifollower well-being.

Transactional leadership style comprises three components; contingent
reward, management-by-exception (active) and management-by-exception (passive).
A transactional leader follows the scheme of contingent rewards to explain
performance expectation to the followers and appreciates a good

Performance. Transactions leaders believe in contractual agreements as principal
motivators (Bass, 1985) and use extrinsic rewards towards enhancing followers’
motivation. The literature revealed that the “transactional style retards creativity and
can adversely influence employees job satisfaction. Management-by-exception
explains leaders’ behavior with regard to detection of deviations from expected
followers’ behavior.

Transformational leadership links with positive outcomes on individual as well
as organizational levels. Transformational leaders emboldens followers to attain
higher-order needs like self-actualization, self-esteem (Bass, 1985), and are
influential in surging followers' motivation in the direction of “self-sacrifice and
achievement of organizational goals over personal interests (Bass, 1995). Leaders
with idealized influence demonstrate heightened concerns and cognizance of
followers' needs and generate a sense of shared risk-taking” (Jung et al., 2008).
Inspirational Motivation affords a cradle of encouragement and challenges
followers to achieve the set goals, whereas, Intellectual Stimulation inspires
followers to be more creative and innovative in their problem-solving skills. The
next sub-section addresses the difference between Charismatic and Visionary
Leadership.

3. Charismatic-Visionary Leadership

Third theory in the modern approach includes two theories:

A. Charismatic Leadership

Personal characteristics of charismatic leader have been classified into five

characteristics:
a) Theyi have a vision.

b) Theiability to express thativision.
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C) Desire to take risks to achieveiit.

d) Sensitivity towards followers’ needs and unusual behaviors.

e) Is it good to be charismatic?

There are obvious relations between a charismatic leader and his followers.
However, ifi charisma is required, how can ipeople learn to be icharismatic leaders?
First, many of them were born with these features, and others may gain these
charismatic behaviors through training, regardless that some experts indicated that
charisma could not be learned. For example, undergraduate students have been
successfully taught to be charismatic by teaching them how to communicate, have high
performance expectations, have confidence, and sympathize with their followers’
needs .In addition, students need to be trained on how to use charismatic nonverbal
behaviors such as how to deal with followers when communication is through direct
eye contact and have a relaxed iposture and animated ifacial expressions.

At last, it is worth mentioning that charismatic leadership does not always lead
to high level of performance, and could be due to the ideological aims or to the stress
and uncertainty environment. Charismatic behaviors may appear at politics, religion
or wartime. For example, Martin Luther King Jr brought social equality by peaceful
means. In addition, Steve Jobs has a great loyalty and commitment from his staff when
he innovated a vision of personal computers in the early of 1980s. (Grabo, 2017).

B. Visionary leadership

Although the term vision is often linked with charismatic leadership, visionary
leadership is different; it is the ability to create and articulate a realistic, credible, and
attractive vision of the future that improves based on the present situation. This vision,
if properly selected and implemented, is so energizing that it “in effect” jump-starts
the future by calling the forth skills, talents, and resources to make it happen.

An organization’s vision should offer a clear and compelling imagery that taps
into people’s emotions and inspires enthusiasm to pursue the organization’s goals. It
should be able to generate possibilities that are inspirational and unique and offer new
ways of doing things that are clearly better for the organization and its members.
Visionary leadership is the ability to create a realistic, credible and attractive vision of
the future, which helps to improve the current situation. It is considered as a jump-start

to future.
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The organization's vision should be aware of possibilities and offer new things
that are betteri for the organizationi and its imembers. Therefore, it needs to provide
clear images that influence people to reach the organization's goals. For example,
Michael Dell created a visioni of business that can sell and ideliver PCs to customersi
directly in less than a iweek.

In business, visionary leaders are effective at leading a team towards achieving
a common goal. These leaders promote organized learning, creativity, and the
development of strong relationships within the team. Visionary leadership is useful for
organizations that focus on future and possess an entrepreneurial spirit. While every
visionary leader manages differently, many of these leaders share a few common
characteristics (Northouse, 2015). After this theory, there is the latest style of modern
approach which is Team Leadership.

4. Team Leadership: Fourth type of Contemporary theories of leadership.

Because leadership is increasingly taking place within a team context and more
organizations are using work teams, the role of a leader in guiding team members has
become increasingly important. The role of a team leader is different from the
traditional leadership role, Team leadership does not come naturally to them, but they
can learn it.

The challenge for many managers is learning how to become an effective team
leader; they have to learn skills such as patiently sharing information, being able to
trust others and to give up authority, and understanding when to intervene. In addition,
effective team leaders have mastered the difficult balancing act of knowing when to
leave their teams alone and when to get involved. New team leaders may try to retain
too much control at a time when team members need more autonomy, or may abandon
their teams at times when the teams need support and help (Anderson, 2017).

a) This study addressed many of the scientifically categorizations of leadership
styles, but focused on the contemporary classification which includes three styles of
leadership due to the extent of importance and address most of the researchers for this
classification, and focused specifically on the categorization of leadership styles based
on the

Scientific work of Lewin, Lippit, and White (1939). In their seminal work,
Lewin, Lippit, and White (1939) categorized and introduced three leadership styles

that set the framework for future styles to emerge (Martin, 2015) — Autocratic,
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Democratic, and Laissez-Faire. These three leadership styles were investigated by a
great number of researchers and are often used for the determination of leadership
effectiveness (Avolio, Bass, & Jung, 1999; Brassey Schouten, 2011; Goodnight,
2004). Figure (2-7) shows those categorizations of leadership styles (Gandolfi, 2017).

In addition, there is another category of leadership style called the Full Range
Model of leadership (FRML) proposed by Burns (1978): a completely similar to those
categories proposed by Lewin, 1939) and his colleagues, and continuously tested by
various researchers, also known as Transformational-Transactional Leadership
Theory. It has been a topic of much interest and research in the literature. Professor
Robbins (2005) has termed the model as cutting-edge leadership theory. It suggests
that leaders who are charismatic and motivate employees by inspiring them, consider
them individually, and stimulate their intellectual needs are transformational leaders.
The other category is Transactional leaders who specify tasks and monitor
performance to achieve the tasks by providing a reward system. The third category in
this model is the style of leadership, which avoids involvement and is called a Liassez-
Faire Style of leadership.

In other words, the range of behaviors starts with Transformational leader
behaviors to Transactional leader behaviors reaching to the lowest leader interaction
of laissez-faire leader behaviors (MLQ, undated; Bass et al., 2003). These parts of the
model are measured by Bass and Avolio's Multifactor Leadership Questionnaire
(MLQ) (Form 5X).
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Figure 2.7: Categorization of leadership styles (Dr. Franco Gandolfi, Dr. Seth Stone, 2017).

They explained that the first style is autocratic reflecting the Transactional
leadership, the second style is the democratic reflecting the Transformational
leadership, and the third style is Laissez-faire leadership reflecting the Servant
leadership. In addition, there are many categorizations of leadership styles as
mentioned above, and here in this research it used the following categories, which
include The Transactional Leadership, Transformational Leadership and Laissez-Faire
Leadership. It was accepted due to the fact that it was important and very common,
and has been measured by several researchers according to (Eagly, 2003), (Hanan
Alabani, 2010), (Feldmann, 2012), (Salter, 2014), (Khan, 2016), (Anderson, 2017).

Moreover, the future researchers may use it in their studies.

2.2.4 History of Leadership and Women Leaders in the Arab World

According to Islamic norms, a leader is a person who has the attributes of
honesty, competence, inspiration, humility, patience, and seeks consultation from
others. They do acknowledge that leaders who have all of these attributes are rare, but
this represents an ideal that leaders, in politics or in business, should strive to achieve.
Likewise, leading monks in Christian monasteries in Mount Lebanon would

undoubtedly require exceptional leaders.
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Aside from the religious conception of leaders, leadership — as a social
phenomenon — has a long history in the Arab world. Ibn Khaldun was probably the
first to specify what leadership is and how it is formed. Although he was mainly
interested in political leadership, his conceptualization is important for understanding
leadership in any context, business or non-business, especially in this region of the
world.

Ibn Khaldun was born in Tunis in 1332. His life was characterized by significant
(although mostly not successful) political undertaking and intellectual enterprise. After
being imprisoned for two years, he secluded himself in a fortress and started writing
his version of the history of the world. He finished his most important book titled Al-
Mugaddimah (Prolegomena or the Introduction), in 1377. In Al-Mugaddimah, lbn
Khaldun emphasizes the personal qualities of the leader. He calls those qualities
“perfecting details.” Such qualities include generosity, forgiveness oferror, patience
and perseverance, hospitality towards guests, maintenance of the indigent, patience in
unpleasant situations, execution of commitments, respect for the religious law,
reverence for old men and teachers, fairness, meekness, consideration to the needs of
followers, adherence to the obligations of religious laws, and avoidance of deception
and fraud. Good leadership, according to Ibn Khaldun, requires kindness to, and
protection of, subjects. He emphasizes the need for the leader to be mild to his
followers and to gain their love. He notes, probably surprisingly, that a Leader should
not be too shrewd. This is the case because such a quality would distance himfrom his
subjects.

Islam shows that the leader should have some features like honesty, competence,
humility and patience. Leadership has a ilong historyi in the Arabi world; Ibni Khaldun
tried to explain what leadership is and how it is formed in an objective manner. In his
book "Al-Mugaddimah”, he described the personal attributes of a leader: generosity,
forgiveness, patience, hospitality, executioni of commitments, respect for the religious
law, fairness and meekness.

At Middle Eastern societies, leadership appears in politicali situations and
ibusiness organizations. For example, prophetic-caliphali model which declared by

Bashir Kadhra consisted of four main elements:
a) Personalism.

b) Individualism.
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C) Lack of iinstitutionalization.

d) The iimportance of the greati man. (Ahlrichs, 2003; Covey, 2006; De Pree,
2008; Folkman & Zenger, 2002; Perra, 1999; Wheatley, 2011).

Enhancement of the role of woman and appreciation of her contribution in the
development process spring off a strong belief that elevation of the Arab working
women status represents one of the fundamental pillars of the social and progressive
development.

Major changes the world has gone through, due to the consequences of the
globalization, liberation of the commercial exchanges, the reforming structural
programs, development of the communication and information technologies, all gave
imposed new challenges facing the Arab women, that urgently demands awareness of
women causes and the importance of her role in the elevation progress of society.

Women have been leaders throughout history. From the pharaohs of Egypt to the
queens of England, women rulers are found in nearly every culture and time period.
Yet, in almost all circumstances, male leaders greatly outnumber female leaders.
Moreover, customs and laws against female leadership can be found throughout
history, most notably in every major religion

Woman has an effective role in the progress of the society, such a role depends
to a great extent on the merits of securing a higher social status for women, provision
of work opportunities, and her latent abilities to express herself, which in turn shall
assist to enhance her personality and her awareness of the problems sustained by the
society. In addition, the growth of her contribution to the progress and changes in spite
of the major changes related to women, and the provision of the circumstances to
engage her in work, including education and rehabilitation, as well as the legislations
related thereto, in addition to the increase in numbers of working women, and her
involvement in wider variety of working fields, and her involvement in politics, and
the general change the attitude of individuals of society towards her work and her
status. Besides, in spite of the results of the research and studies that ascertained her
abilities and adequate, yet sometimes over qualifications, despite all that there is still
a large gap between the abilities and aspires of women at one side and the actual reality
latent in the administrative and organizational working attitude. Women
representativeness in the leading administrative posts is not adequate nor is it fair, in

both the public and private sectors, even in the industrial countries the numbers of

29



women in the higher employment posts is small compared with numbers of working
women in aggregate.

Women Leaders across time from the history, it should understand that women
used to be a leader, this started a long time ago from the time of ancient Egyptian until
the Queens of England. Recently, male leaders are much more than female leaders. In
addition, some laws were set up to restrict the female and make her have a less chance
to be a leader (Christ, 2014). On the other hand, when it comes to the social
movements’ women have remarkable situations; for example, Native American
womeni led their own iwomen’s clubs to learn isubjects that they had been denied
access to ibecause of their igender and iethnicity (Tetzloff, 2007).Moreover, nowadays
women put a great effort to improve the health care and sanitation, they were
responsible for social changes such as the peace movement and consumer unions,
education reform (Keohane, 2012). In the volunteering field, we see that women have
helped to build important institutions, which created a pathway for the women to be in

the position of charge, which is not new for them (Swanwick, 2017).

2.3 Gender in Leadership

There is a leadership gapi between womeni and men, and it is not only in
business; but even statistics indicate that only 5 percent of companies had female chief
executive officers. In Politics, there is only one female member from every five
members of the U.S Congress and only six female governors in the States. {Merluzzi,
2016}. This gap also appears in the legal profession, religious institutions, and many
other institutions. On the other hand, in the nonprofit sectors, numbers of women
increases in leadership positions but they remain underrepresented, as onlyi 21 out of
151i nonprofit organizations had iboards with at least 50 ppercentiwomen.The gender
gap is acute. In Asia, black and Hispanic women only present fewer than 3 percenti of
board directors in icompanies, and they present 17 percent of workers and fewer ithan
4 ipercent of iexecutive officialsi and managers. There are barriers and bias in equity
partners too, as, people of color only present 8 percent of Equity partners; women

accounts present just 29i of Asian ipartners, 33 of iblack, and 24 ofiHispanic ipartners.
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However, for lesbian, bisexual, and transgender (LBT), a recent study found that
they received 30 ipercent fewer callbacks than iother women did. (Anderson, 2017).

While in less developed countries such inadequate representations are prevailing
and widespread in not only the higher administrative levels but also in all middle and
supervisory levels. And in spite of some attempts to make women absentees and
depriving her the opportunity to or denying recognition of her abilities, and planning
to keep women within the limits of the main administrative or routine jobs and posts
aiming to minimize her employment level, and the promotion of the notion that women
are more emotionally by nature, and that she gives more attention to her personal life
than to professional life, and that she has no incentiveto creativity and renovation for
the ultimate production (Al-Shahaby, 1998). Such prejudices shall lead to raising
various problems and obstacles that face progress and development of women.
Moreover, this is what has caused the decrease in ratios of women holding higher
leading administrative posts.

To raise the level of performance of working women and all different fields and
spheres of work, is an essential factor to qualify women to hold higher leading
positions in work, and major posts in the decision-making arena, hence this requires
combining both the abilities and skills in drawing up strategies and to outline features
and future concepts of what women status shall become in the upcoming years. And
this, in particular, requires recognition of problems and obstacles that face women and
keeps them away from holding leading managerial posts, Moreover, to find the suitable
essential solutions and diminishing their negative effects and to take serious steps to
enhance confidence in the abilities of women to hold leading posts and positions. And
that the most important precondition of the professional success strategy is the ability
of a woman to cope with the power of such a leading post and her role in her family
and how to deal with her colleagues at work as well as the clients and dealers and to
win the confidence of others through her will and ability and diligence.

In order that a woman resists and confronts such fears and anxieties, she should
strengthen her self-confidence and improve her self-awareness, and to know the
strength possibilities in her personality and to try to flaunt it in a positive way. In
addition, in order to achieve such goals a woman should know her true abilities and
the jobs that are suitable to her, and in what fields of work she can face challenges with

other male colleagues within the same and general frame of work in order to get the
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best of her latent abilities.

In addition to that, the leading woman should also be able to diagnose threats
facing her when occupying such leading positions so that she can proceed in fulfilling
her goals and realize her ambitions.This research has been studied type of concerns or

barriers and how to overcome them.

2.3.1 Gender Idifferences In lleadership In The Arabi World

Men occupy the leadership position in the Arabi world. "Sheik” which is a male
figure with religious authority has dominant secular leadership prototype in Arab
culture; however, there are many examples of women leaders who reached top
decision-making positions. Some say that the success of these women is because of
their family or male connections. Women have been exposed to many
obstaclesbecause they still consider themselvesi as accountable to male scrutiny
stereotypes, customs and traditions. In addition, in case they got work, it influenced
and shaped by family and religion. Arab Leaders behave cannot be divided the cultural
and social contexts.

There are many stories of women who equal opportunities in the Islam history.
In Kuwaiti and iMoroccoreligion is used as a iplatform to promote the role of women,
however, There is a huge scarcity of iwomen in top leadershipi positions. This issue
found in many developed and developing societies and that is why there are few
numbers of women workers in the Arab world, the economic activity rate of women is
about 27 percent, which is the lowest in the world.

On the other hand, various Arabi human developmenti reports highlighti the
problemsi that iArab women face in ieducation, work, and iparticipation in ibusiness
and political iarenas. Focusi on igender issues leadingi to fair and ibalanced societal
development has been a imajor area for women’s iorganization within and ioutside the
Arabi world. These highlights help to fair and balanced societal development but it is
stilli falling shorti of accomplishing imajor strides in iachieving gender iequity and
inclusivenessi on a wide iscale.

Such meagre ratios of women occupying leading posts do not go in harmony
with ratios achieved by the Libyan women to hold leading posts in working and
production positions, and do not represent women aspirations for greater contribution

in progress and having an equal opportunities and the enhancement of position of
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women in all fields of business and work, coping with the economic and social

developments.

2.3.2 Women’s Leadership

Throughout the history, women had a significant contribution to the history
exactly as the same as men had. Employment of women in any society is important
indicators of the progress of this nation. Since women have a significant role in every
nation, the participation of women in national activities makes a huge difference in
lots of aspects of our life such as the social, economic or political progress of any
country, and without the women participation, all of those aspects will be affected
negatively. In contrast, the whole society does not believe in women’s contribution to
the nation and how they have a positive effect on the development of the society, and
they just restrict them in the challenges they have due to their family responsibilities.
(Eklund, 2017).

In Libya women used to be, a homemaker and they did not have a work outside
their homes. However, in the recent decades due to their education level and the
development of the society and the awareness, also because of the increasing, the cost
of living all of these reasons led women to start to have different careers and they
participated in different fields. Although in Libya, the society still believes that
women should have a special kind of jobs such as teaching, nursing and in clerical
sectors. So according to Libyans men women are not capable of doing some kind of
Jobs. On the other hand, women believe that they have a long and challenging way to
prove that they have the same ability, which men have; also, they can join any kind of
job and do what men do without any difference. To illustrate, women capabilities are
underestimated from men perspective even if women are more qualified than men are.
Moreover, in Libya women do both households work in addition to her job, and men
generally do not offer any kind of help in the household works, which put too much
effort on women shoulders. (Kumari, 2014).

Although women face many challenges, discriminationi and gender biasi but
recently in the last few decades they could prove that they are capable of working as
men, and they are qualified to do any kind of job. Therefore, nowadays we see that the
numberi of womeni successful in ipolitics, itechnology etc. is definitelyi on the rise.

In addition, these days women almost involved in all of the professions it can find
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them in each field, they iwork as ilawyers, nurses, doctors, isocial workers, iteachers,
isecretaries,

Managers, iand officers. iHowever, it is true that workers havei to face iproblems
by virtuei of their isex. Womeni have a critical situation where they are subjected to
the torture and abusiveness in their homes and in their workplaces. There is different
kind of the torture which women is subjected to. Men abuse women physically,
sexually and mentally in addition to the discriminatory practices, and safety and
security issues.

According to (MacCarthy, Rasanathan, Ferguson, & Gruskin, 2012), they did a
research about the challenges, which women face in their career development. The
result was that mosti of the women iemployees were idissatisfied with icareer
development iprogrammers and women were idiscriminated against in career
development iopportunities. This study led the iorganizations to make isure that career
developmenti programmers are made to enhance and help the women employees.
Finally, the study recommended that the top management with the organizations
should take an actioni to urgently address careeri development of iwomen (Merluzzi,
2016).
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CHAPTER THREE

BARRIERS AND CHARACTERISTICS OF WOMEN IN LEADERSHIP

In this chapter, the challenges, which face women in leadership, will be
discussed.The role of women in the world has changed dramatically in the last 50
years. The proportion of women attending college, matriculating from graduate
schools, and obtaining doctorate degrees has increased dramatically. No longer are
women associated with low expectations in both education and the workforce. Women
now seek and obtain the highest leadership roles in education. There are still many
obstacles preventing women from obtaining this leadership level (e.g., glass ceilings).
Many organizations are implementing leadership development programs aimed solely
at women’s leadership success. These programs identify barriers and obstacles and
then suggest strategies for women to circumvent these barriers. The goal of these
programs is to facilitate excellent women’s leadership abilities. In this chapter, the
barriers which face the women at workplace will be discussed, Characteristics and

actions.

3.1 The Barriers Prevent Women From Achieving Positions Of Leaders

Challenges definition is “A new or difficult task that tests somebody’s ability
and skill” However, challenges in the school is different. For example (Shafa, 2003),
equated challenges with the broad categories of problems, tensions, dilemmas, and
paradoxes. Shafa has defined the problem as puzzling situations that can be resolved.
He said that tensions are more related to mental stress because they include more than
two equally compelling options. Also from his point of view the dilemmas are the
realities, which people face at one point or another in their lives, and “they [dilemmas]
have their roots in value systems, beliefs, traditions and personal philosophies”.

Finally, paradoxes are contradictory situations complicated by the fact that both
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options seem appealing. The challenges have generally used instead of problems,
Tensions, dilemmas or paradoxes, because the study is focusing on the factors that
contribute to the challenges, regardless of their type and complexity. In addition, the
barrier term has been used instead of challenges in many places through the section
“Gaining Access to Managerial Positions” because it refers to obstacles that research
participants have already faced in their journey to management (Taj, 2016).

Access to superintendence, there is valuable and relevant research studies that
address the problem which prevent women to become superintendents. For instance,
Estler (1975) has suggested three Illustration models for the under-representation of
women in superintendent positions. These were the Women Placement,
Discriminatory, and Meritocracy Models. He was highlighted the assumptions of each
of these models. The Women Placement Model includes assumptions related to sex-
role differences and in the social expectations in order to remain compliant to those
differences, which are barriers to the attainment of superintendence.

The Discriminatory Model involves the assumption that the excluding of the
participation of one group is just a result of the efforts of another group want that
(Estler, 1975, p. 369).

The Meritocracy Model bases on the assumption which people's professional
advancement relies on their abilities. Estler also assessed the applicability of all models
with statistical evidences in existing research. The data did not support the Meritocracy
Model, so, there is not any difference in competencies among both genders men and
women. However, the data supported the other two models.Estler has assumed that the
assumptions in each model refers to the factors that discourage women to seek for the
superintendence and women faced discriminatory attitudes implicit in patriarchal
principles in an organization, also expect for them to take submissive roles. Estler
concluded that it was not the lack of ability, which prevent women from the top
positions in education.

There is another valuable contributor to this field of research called Kalbus
(2000). In her work, she provided personal thoughts on the process of how she went
into superintendence. She analyzed her experiences through the lens of group
faultiness, which refers to the hypothetical division of a group into subgroups based
on certain features.Using that approach, she worked from the discriminated-against

perspective of a female, Asian-American educator who had followed superintendence,
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concluded that gender and demographics were the two big group faultiness. Although
every experience is unique and subjective in interpretation, it is difficult to generalize
it; however, her gender and her origin were obstacles to her to be superintendent.
Derrington and Sharratt (2009) did similar research to Kalbus’; they performed their
studies over 14 years, to find different barriers at different times.In 1993, their first
study exposed that women thought, societal principles, such as race and sex
discrimination, were the major barriers in their journey to access to superintendence.
Yet, in 2007, they identified that family concerns as their main barrier to be
superintendent.Another study carried out by Derrington and Sampson (2009)
emphasized the imposed barriers in women’s decision to enter to superintendence.

They found that there has been a significant change in women’s perceptions of
the barriers to the superintendence. Although priorities have changed over the years,
social expectations/ practices and family were still considered as challenges for women
who wants to get in superintendence, even 34 years after Estler’s (1975) study. These
and other research studies have identified some trends in women's access to
superintendence. The trends include, but not limited to, family barriers, discrimination
by race and gender, hiring processes, and lack of professional networking.(Taj, 2016).

Lack of family support, there are several studies that have revealed that family
is considered as a barrier to women pursuing superintendency. For example, in Jones
and Montenegro’s 1982 study, they reviewed literature about the barriers to female
representation in the administration, and classified barriers into two groups, Internal
and External factors.

Internal Factors refer to psychological aspects of 16 one’s personality, but
external factors refer to environmental factors, both of which may affect access to the
superintendence. For Jones and Montenegro, External barriers include family
responsibilities, conflicting demands of the job and role expectations of the society,
and absence of sponsorship and models of positions.Thus, their literature review
proves Derrington and Sharratt (2009)’s results, although the studies were 27 years
apart. Likewise, Marshall (1986) carried out a Study to discuss barriers and constraints
to aspiring female superintendents in the U.S.A, and find out how they overcame them.
She interviewed 10 superintendents and one assistant superintendent.One of her results
was that the responsibility of raising children was greater on mothers than fathers,

which is considered as a big barrier to the pursuit of superintendence. Marshall (1986)
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also said that family mobility was a barrier for women.This could be connected with a
patriarchal regime in the community that is highly driven by sex-role expectations.
Chase and Bell (1994) had similar targets to Marshall, they interviewed 27 women
superintendents, 44 schools board members, and six consultants to talk about the
experiences of women in superintendency and explain how male-dominance is
perpetuated and challenged in the superintendence. They also said that some of the
cultural assumptions about the different roles of men and women, and the difference
between salaries, were the barriers to superintendency. This study proved Jones and
Montenegro’s (1982)’s findings. In another relevant study, Bjork and Keedy (2001)
surveyed 2262 superintendents across the country in order to know about the social
changes in the USA population, the diversity in schools, and in school leadership. They
explored the factors that obstacle the mobility of women and they found out that family
dislocation was a barrier.

Grogan and Brunner (2005) surveyed 723 superintendents and 472 central office
personnel to investigate the place of women in superintendency, how they reach there
and what kind of strengths they brought. Their study was interesting because the
sample included of both men and women.They made comparative analyses among
males and females. They argued about the

Differences in terms of gender discrimination, career paths, professional
preparation, and family barriers. They found that raising a family was a barrier for
Women who are pursuing superintendency and many participants had to wait until
their children were grown up before pursuing their professional goals .however,
Mahitivanichcha and Rorrer (2006) presented literature and three restrictions for
women pursuing superintendence. These restrictions include structural time issue,
ideal worker norms, and labor.

Mahitivanichcha and Rorrer (2006) argued that these obstacles prevent women
to reach superintendence. For instance, “The structural time problem exists when the
conflict between long workingi hours and family commitments is considered normal”.
Therefore, they identified this case as problematic because it is difficult for women to
deal with family and their job. They recommended policy makers to change policies
to make them more suitable for women who have a family. Derrington and Sharratt
(2009) also pointed in their study that women had to compromise because they were

expected to take care of their families. Their findings revealed that women needed to
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take a short break from their careers to raise their children. In most cases, their
decisions of not applying for high positions that carried serious repercussions when
they returned to their careers.

Derrington and Sharratt (2009) argued that advanced age and less experience in
teaching contributed to get few opportunities of being hired as superintendents.

In the discussing of the discrepancy in representation among men and women in
superintendence, Quilantan and Menchaca-Ocha (2004) argued that the professional
tracks differ for both genders.The main difference is in the way of their paths to find
different levels at different ages. Men tend to start to get ready for superintendence in
their twenties in secondary schools, while women prefer to work in elementary school
leadership, and usually start in their thirties.Researchers found that the majority of
members preferred experienced secondary-level administrators. Therefore, the
decision of giving priority to family over career poses resistance to their advancement
later on. Derrington and Sharratt (2009) called it a “self-imposed barrier.” They
Suggested recognizing self-imposition as a barrier so that women can find solutions.

Work-life balance research, Derrington and Sharratt (2009) also mentioned some
horrible consequences women faced who tried to put their career as a priority. For
example, their research participant shared her story of how the clash of her career goals
with her husband affected their marriage.She could not change her husband’s
traditional views about a wife’s role in the family, so their marriage failed. The
sacrifice of married life and the multiplicity of workplace challenges made her
emotionally weak. She was struggling in order to appear as powerful as her male
counterparts did; however, she suffered from the difficult choice between career,
marriage and motherhood (Derrington & Sharratt, 2009). On the other hand, another
research participant called Martha; she believed that her success goes back to her
family support, including her mother and husband. Also, believed in sharing and
asking for help from family when it is needed (Derrington & Sharratt, 2009).Both of
these opposite examples confirmed the importance of family role in supporting or
banning women professional advancement. Derrington and Sharratt (2009) discussed
that balancing between home, work demands was difficult for women, so they will put
one of them at risk. These researchers found that women might choose not to apply for
superintendence because of their aging parents, which has been proved once again that

family concerns are obstacle to females’ pursuing top-level positions. Sampson and

39



Davenport (2010) conducted a study of 91 female superintendents in Texas to
investigate in the lack of participation of women in superintendency through exploring
the barriers they faced to get the job and the Challenges in superintendency, all through
a feminist construct lens. They found that family mobility and family responsibilities
were among the most important barriers to superintendency for women, with family
concerns, gender and race are also discussed in the literature.

Gender and race discrimination, There are many studies have found that gender
and race discrimination were considered as barriers facing aspiring female
superintendents. For instance, Stockard and Kempner (1981) explained changes in sex-
segregation and sex-discrimination in educational administration because of feminist
movements and new laws and regulations in order to end discrimination.

They looked into the representation of women in three fields, including
participate in professional meetings; enroll in graduate programs, and in administrative
roles. They have gathered data from five states, Oregon, California, Washington,
Idaho, and Colorado, and found little increase in all three fields.They concluded,
“While the ideological [feminist Movement] and legal [laws and regulations] changes
may have promoted some alterations in recent years, sex inequalities remain”
(Stockard & Kempner, 1981, pp. 89-90).Yet, due to their small sample size (N-5), it
was difficult to generalize that the situation was prevalent at the entire world through
those years. Still, it can be said that at least in one territory, the situation of women in
education professions did not change much because there is no equality in society
(Stockard Kemper, 1981).

Women do not have the skills needed to fulfill leadership roles. In a recent
nation-wide study conducted by Shepard (1997) of those responsible for hiring leaders
in K-12 school districts, one-half of the school board presidents and one-fifth of the
superintendents indicated that they did not see women as having the self-confidence
to be in leadership or management positions. Women were seen as being timid, too
emotional, and crying easily. In a positive vein, women were seen as having the
interpersonal skills, which are associated with the expressive or interpersonal
leadership style to a greater degree than men. These skills include being sensitive to
the needs of others, being warm and friendly, getting people to work together, and
having social skills and tact. The issue to be addressed here is how to overcome the

perception that women do not have the self-confidence, are too emotional, and that
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they do not have the skills needed for task or instrumental leadership styles. As long
as this perception prevails, women will continue to have difficulty moving into
leadership positions. This perception may not true, but this perception is the reality of
the employer. How can women overcome this perception? How can women be taken
seriously? One of the keys is their communication skills. Women need to be aware of
both verbal and nonverbal communication skills which give or perpetuate the
perception that they are less self-confident than men Between competing expectations,
women have had much 10 overcome Many women lack the self-confidence to take on
leadership roles (Dawson & Kleiner, 1992; Dodd & Jurgens, 2003, Pini, 2002). Dodd
and Jurgens (2003) believe that "empowering women to develop their own leadership
skills can lead to enhanced self-confidence, a cntical ingredient in women's pursuit of
leadership roles™ (p. 201) Denmark's (1993) studies on political female leaders found
that instead of focusing on the challenges, these women emphasized how their success
could be attributed to strong confidence in their abilities Denmark (1993) concluded
that aspiring female leaders' confidence can be fortified by supporters' messages or:
a) love and unigueness, b) ability to do any hing, c) freedom and courage to dare, d)
creative and positive aggression, and e) dreaming of all possibilities.

Taking a further look at Women in the Workplace, it seems that women on the
path to leadership tend to get less access to the opportunities that accelerate careers.
Several studies have tried to uncover the reasons for the lack of women in top
management positions. These studies have revealed and introduced concepts such as
the glass ceiling and the glass cliff. The glass ceiling is a metaphor for the barriers
women experience when they try to move into top management positions and the glass
cliff is a phenomenon where women are recruited for positions where they are likely
to fail.(Taj, 2016). The next part will explen Characteristics of women seeking

leadership positions.

3.2 Characteristics Of Women Seeking Leadership Positions

Cristina is an academic and professional qualified, (2004) has found that
enhanced academic qualification (Ph.D. degree) and professional administrative
experience are strong points that used to serve their region by successful
superintendents. They have also related the personal features of strong self-identity

and coping skills with women’s success. Garn and Brown (2008) showed that women
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volunteered in

Several school and district-wide activities in order to gain leadership experience,
accept extra responsibilities as coaches and assistant and associate superintendents in
order to sharpen their skills through experience.

Tillman and Cochran (2000) with clear focus and collaboration pointed in their
literature review about Black female superintendents and said that, (a) successful
women had the competence means necessary skills to effectively implement their
responsibilities as superintendents, including a tolerance for risk taking, good
organizational skills, high energy, and knowledge about all aspects of administration
areas; (b) were hard workers and resourceful who worked diligently in order to
achieve their goals; (c) possessed high self-esteem and confident in their abilities in
order to lead their school districts effectively; (d) had the strength to persevere
among demands and pressures of superintendency; (e) tend to establish and maintain
positive Interpersonal relationships within humanistic and motivational context of
the school system; and (f) exhibited productively in applying their authority and
effectively enhancing their power base. (2004) Cristine et al, found that successful
superintendents had had to take challenges as opportunities for their professional
growth while struggling in a male environment. These women always focused on their
long-term plans and improved their communication and social skills during their
careers. (2005) Alston has analyzed the leadership forms of Black superintendents and
found that their leadership style was in their strength. She believed that Black
superintendents’ leadership style almost fell into Servant Leadership. According to
Greenleaf, servant leaders are one who wants to serve and serve first. Then conscious
choice brings one to aspire to lead (As cited in Alston, 2005, p.681). Over and above,
she argued that Black and successful superintendents are spiritual people, and that
encourages them to struggle for excellence.

According to Dantley spirituality, she said that “internal mechanism that guides
human beings to make meaning of their lives, to establish purpose for themselves,
to enter into connections or relationships with others, and serves as the facility for
people to create through inspired imagination” (as cited in Alston, 2005, p.682). At
last, these results show that these successful female superintendents took a
collaborative approach in order to achieve professional success (Dantley spirituality,
2013).
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Although there are many obstacles preventing women achieving the
superintendence, research has shown that playing this role is just as challenging, if not
more so. There is an important body of scholarly work, which discuss the types, and
nature of the challenges in the superintendence. This part quoted a relevant literature
in order to describe what those challenges are, included family indifference, Gender
bias and discrimination, closed organizational structures in the USA, and lack of
consulting opportunities. (1995) Pavan has made an important contribution to the
available Knowledge concerning the entry-level challenges female superintendents
face. He showed the main challenges that four women faced to get entry-level
superintendents and the strategies they used to deal with them. Therefore, he
summarized the experiences of the research participants as within their first year on
the job, the women:

1. Need to learn recognizing and accepting politics as a reality,

. Get on the job with a formal entry plan, then developed a district one,

. Participate in learning and making connections with all stakeholders,

2

3

4. Studied past practices,

5. Practicing in creative problem solving instead of confrontation,

6. Protect their personal/family time,

7. Provide information to the school board (abstract).

Pavan has found that new superintendents are fighting to understand the
sociopolitical system of the regions they serve. They also try to become more visible
by working with stakeholders, and seek to achieve balance between work, family and
time. Many studies describe how the family is considered as a challenge for women in
the superintendence. For example, (2005) Grogan and Brunner showed in their study
that 13% of the divorced women superintendents believed that divorce was necessary
in order to achieve the demands of their duties. Yet, there are many married
superintendents who have children who believed that their success goes back to the
support of their husbands. In a way, a family can either become a source of motivation
to serve and succeed, or, through indifference to a woman’s career, family may push
females to make hard decisions. (2009) In similarly, Derrington and Sharratt
considered that the family is a challenge for women superintendents because
sometimes their gender defined their role in the family and their roles as

superintendents, if not always, they conflict with each other, and gender bias and
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discrimination there is an example of scholarship that addresses the issue of persistent
gender discrimination against women in administrative positions. For instance, (1998)
Brunner interviewed 12 women superintendents and with 24 people who let her knew
them to explore the strategies that the superintendents used for success. She set seven
strategies that have been employed in jobs carried out by successful women, and all of
them were gender specific. Women’s career and collegiality are significant among the
factors influencing women’s career are workplace and collegial supports, which have
been identified as important factors in job satisfaction (Harris et al., 2007).

They included the balancing between two groups of role expectations which are:
(gender-related and role-related), keeping agendas simple, remaining women in
communication while striving to be heard in masculine culture, ignore the perception
of acting like a man, get rid of all the obstacles that prevent women to success, having
a strategic plan, a courageous attitude, and sharing power and credit. She concluded
that people should understand that gender biases just would not vanish even when
women reach high positions.

In a related study, Skrla (1998) conducted an interview with three female
superintendents who had left their jobs voluntarily in order to study the intersection of
gender and politics and to know the ways in which gender became a conflict between
board members and superintendents. She found that gender structure conflicts are at
the individual, community, and social levels.

First, at the individual level, board members’ behaviors toward these
superintendents were gender biased and used a language they do not use with male
superintendents. Then, at the community level, the board was unsupportive in the
public arena and showed that they would not support their female superintendents in
public spaces. At last, at the societal level, conflicts happened due to the assumptions
related to gender in society. In another qualitative study, explored what it is like to be
a female superintendent.

Grogan (2000) collected a poem from the interview data of a participant. Who
suffer many aspects of her job, including discrimination? (2000) Brunner also
conducted a qualitative experiment in order to study the same subject related to the
interviews that he made with 12 women superintendents to find out if there were any
problems in the inequality in their experiences. This study proved the persistence of

gender bias in the workplace. (2000) Bjork showed similar studies that were done on
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women in school administration and concluded, that over the past decades, research
on women and gender in educational administration has clarified how cultural and
professional Principles have produced masculine legends about the existence of the
one best way to lead and perpetuate expectations and gender bias in the
superintendence. Their study focused on the lack of representation of Black women
in superintendency, the strengths that black women superintendents brought to urban
school districts, factors that contributed to the success of Black female
superintendents, and the challenges they faced. They referred to entry-level and
survival-level barriers to their participants, including discriminatory hiring and
promotion practices, issues related to mentoring and support, lack of commitment to
Diversity in colleges, schools, and university departments of education. (2004) a
qualitative study with Hispanic

Superintendents have been conducted by Quilantan and Menchaca Ochoa in
order to examine the types of challenges that they face and found that traditional sex-
role expectation was one of them. By using qualitative data, the researchers found that
participants faced challenges at the professional, personal and organizational levels
because of their Hispanic identity. (1996) Gil and VVasquez made a similar claim and
said that in general, women face several challenges intheir careers; Hispanic women
face the added challenge of overcoming common stereotypical sex-role
expectations. Ruled by a value system that has been existed many years ago, young
Hispanic women are expected to remain passive. Tradition and culture dictate certain
behaviors that Hispanic women must obey in their personal and professional lives.

Furthermore, they argued that behavior expectations in society have affected
badly to female choice and retention in superintendency. (2000) Tallerico’s study
proved the above argument. She found evidence of ‘prejudicial gender stereotyping’
in his research. A board member representative is quoted in his work saying, “Sure,
gender biases still exist on boards. Even when the female candidate becomes a finalist,
then the question becomes, ‘Do we have to pay her as much as the male contender?

(1997) Riehl and Byrd also point out that “cultural norms about sex stereotyped
domestic and professional roles are often the basis of selection biases such as these”
(as cited in Tallerico, 2000, p.33). (2000) Skrla, et al provided three categories of sex-
role stereotypes. They found another aspect of sexism in the superintendency

experiences of our participants, which came in the form of stereotypical expectations
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from board, school, and community members for our study participants’ behaviors,
roles, and job performance.

Our interviewees classified these sex-role stereotypes into three categories:
perceptions of malleable personalities, assumptions about appropriate activities, and
expectations of feminine behavior. These results showed that women Face problems

because of two important stakeholders: board members and community members, in
their jobs.

The number of women in top business leadership roles still lags behind that of
men, but there is no question have made great strides in the workforce. While there’s
no single recipe for success, women who do well tend to share some of the same traits.
Here, some characteristics successful female leaders have in common. Successful
women do not dream about being the best in their section or department. Their eyes
are set on the best in the state or country, at least. Most want to change the world. And
they know how to deal with disappointment in a way that keeps them from getting
down and staying down. They know the future will be bright for them.

The women in high position these women do not stay static. They are continually
improving themselves, and use mentors and coaches to accelerate their improvement.
In addition, they do what they believe in and believe in themselves. Women excel at
networking and using social media to support their connections, both personal and
business. Take a lesson from their willingness to share and communicate freely.
Successful women leaders do not just embrace challenges — they face them head-on.
Moreover, they are excellent listeners, they seek out feedback, and they are genuinely
interested in what others have to say about the issues they are faced with. Highly
respected women listen to multiple points of views before they decide on the best
possible decision. Delegation is a key skill in leadership and, handled well, women
should have ability to delegate. The women who ask high positions should have
tenacity and determination to do work. It is very important for women to be flexible.
For women, engagement with the flexibility agenda and their utilization of options
offered by employers is influenced by their personal circumstances, attitudes and the
stage of their careers. There is a connection between women looking good and feeling
capable. When women look best, they feel confident. In addition, research shows there
is also a big link between the appearance and whether they are perceived as competent

or not. Among the challenges often mentioned for the woman administrator
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(particularly a novice), it might include: Understanding the unwritten 'rules’ of the
academic/campus culture, developing her communication skills, learning to use power
and advocate for resources, High quality and quantity of administrative experience,
Being an Effective manager, planning and organizational skills, Support of influential
reference, Compatibility with the higher management, High quality and quantity of
teaching experience, being a woman and Human interaction skills.

Montz and Wanat (2008)’s scholarship identified characteristics, skills, and
barriers to women seeking superintendency. They used a survey as their main data tool
and performed twotier analyses. Their analyses confirmed the types of challenges,
including discrimination that female superintendents face in their journey toward
superintendency. They suggested professional development and support to overcome
barriers to superintendency. Their suggestion is alluring; however, as previous studies
showed that qualified women were declined by board members, it remains unclear if
simply focusing on the training of women will change the situation. board members
in three districts. They used the data from another study that they collected from 1986
to 1989 from 27 women superintendents in six states. They found that both parties
(superintendents and board members) agreed that gender played a crucial role in the
selection and hiring process.

In a similar manner, Shakeshaft (1989) claimed that societal representatives
(board members) lean toward those candidates who are like them, i.e. white male
Americans. In a related study, Helgensen (1990) found that women’s leadership styles
were not compatible with men, and hence were not considered as favorite candidates
for the job. Tallerico (2000)’s study illustrates “elements in the hiring process SiBjork
and Keedy (2001) also recognized the different career paths to superintendency taken
by men and Women. Consistent with previous studies, they found that the majority of
men moved to superintendency from high school Principalship, which equipped them
with valuable skills such as finance and administration, while women’s choice of
remaining within the arena of curriculum and instruction deprived them from acquiring
the skills that are necessary for superintendency. However, Grogan and Brunner
(2005) also argued that women’s time in classrooms provide them with valuable
experience to serve as instructional leaders, in that they are more prepared to work

with teachers on matters related to curriculum and pedagogy.
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Garn and Brown (2008) conducted an exploratory study with 15 women
superintendents to gain insight into how gender influenced their access to
superintendence. The researchers employed a transcendental phenomenological
approach to collect information about personal experiences of the superintendents.
Their sample included 27% of minority superintendents.

They found women’s instructional, rather than administrative, experience to be
a disadvantage in the selection process. Additionally, Garn and Brown (2008) found
that women were not completely self-motivated in their ambitions to become
educational administrators; rather, someone else in their field encouraged them to
apply for the position.

In another qualitative study that explored what it is like to be a female
superintendent, Grogan (2000) composed a poem from the interview data of a
participant who lamented many aspects of her job, including discrimination. Brunner
(2000) also carried out a qualitative study examining the same subject matter in which
he conducted interviews with 12 women superintendents to find out if there were
issues of inequality in their experiences. Brunner’s study confirmed the pervasive and
persistent existence of gender bias in the workplace. Bjork (2000) reviewed similar
studies that were done on women in School administration and concluded: Over the
past several decades, research on women and gender in educational Administration
has illuminated how cultural and professional norms have created masculine myths of
the existence of the one best way of leading and have perpetuated expectations and
gender bias in the superintendence.

Tillman and Cochran (2000) claimed that mentorship and networking are
significant contributors to women’s professional development. However, a significant
number of researchers, such as Kowalski, Theodore, and Stounder (1999), have
claimed that due to the small amount of women in superintendency, female
superintendents have difficulty finding mentors and connecting to professional
networks. Cristina, et al., (2004) argued that mentorship and socialization support
professional development of the Hispanic women in superintendency and
acknowledged the importance of same sex mentors.

Brunner (1998) synthesized the findings of many of the relevant studies when
he presented the following strategies that successful female superintendents employed

in their jobs. These included:
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1. Female superintendents need to learn to balance two sets of expectations. The
first set is role-related; the second, gender-related. There are numerous approaches to
balancing these two: Female superintendents need to keep their agendas simple in
order to focus on their primary purpose: the care of children, including strict attention
to their academic achievement.

2. Female superintendents need to develop the ability to remain “feminine” in
the ways they communicate and, at the same time, be heard in a masculinized culture.

3. Female superintendents need to disregard the old myth that they must “act like
a man” while in a male role. It doesn’t work.

4. Female superintendents need to remove or let go of anything that blocks their
success. Female superintendents need to remain fearless, courageous, risk-takers, “can
do” people. At the same time, they need to have a plan for retreat when faced with the
impossible. Female superintendents need to share power and credit. (p. 179) Anderson
(2000) explored the strategies used by female superintendents to overcome
professional challenges. A total of 216 female public school Superintendents from
across the nation participated in that study. She found family support, developing a
strong self-concept, and learning the characteristics of the school district to be the most
effective strategies. The least effective strategy was identified as invoking affirmative
action and Title IX. Similarly, Alston (2005) focused on Black female superintendents’
persistence in their positions in relation to the concepts of tempered radicalism and
servant leadership. Reed and Patteson (2007) conducted a related study and examined
how female superintendents apply strategies to confront adversity and become more
resilient in the process. They interviewed fifteen female superintendents in New York
State. Their findings regarding resilient leadership are reflected in five action themes
that emerged from the data: (a) remain value-driven, not event-driven; (b)
comprehensively assess past and current reality; (c) stay positive about future
possibilities; (d) maintain a base of caring and support; and (e) act on the courage of
your convictions.

Cristina, et al., (2004) found that enhanced academic qualification (Ph.D degree)
and professional administrative experience are strengths that successful
superintendents used to confidently serve their districts. They also associated the
personal traits of strong self-identity and coping skills with women’s success. Garn

and Brown (2008) described that women volunteered in various school and district-
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wide activities to gain leadership experience, accepting additional responsibilities as
coaches and assistant and associate superintendents in order to hone their skills through
experience.

Successful women had the competence (i.e. the necessary skills of effectively
carrying out their responsibilities as superintendents, including a tolerance for risk
taking, good organizational skills, high energy, and knowledge about all aspects of
district administration); (b) were industrious, resourceful individuals who worked
diligently toward their goals; (c) possessed high self-esteem and were confident in
their abilities to lead their school districts effectively; (d) had the strength to persevere
amid the demands and pressures of superintendence; (e) had the propensity for
establishing and maintaining positive interpersonal relationships within humanistic
and motivational context of school system; and (f) exhibited productively in exercising
their authority and in effectively enhancing their power base.

Cristine, et al., (2004) found that successful superintendents took challenges as
opportunities for their professional growth while struggling in a predominantly male
environment. These women always remained focused on their long-term plans and
developed their communication and social skills throughout their careers. In the next
part will explen the actions that they employed in tackling those barriers.

3.3 The Actions That They Employed In Tackling Those Barriers

The findings in this phase showed that research participants utilized learning
from professional training, personal experiences, collaboration with colleagues,
acknowledging subordinates, understanding politics and culture, trusting their skills,
and showing flexibility in their goal formations, in order to increase their effectiveness
and overcome challenges. All of these findings are in line with existing literature. For
example, Cristina, et al. (2004) suggested that improving qualifications and
professional administrative experience were effective actions in managing districts.
They further argued that increasing self- reliance in managers was also helpful in
leading the district. In the Reinforcement phase, it can be seen that managers have
significantly improved confidence due to their ongoing professional development
workshops.

They learned the value of taking stakeholders into confidence before
implementing any reform. Similarly, Sampson and Davenport (2010) noted that
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superintendents believed that mentoring was an effective strategy in their efforts to
deal with challenges. This study is in line with their arguments because research
participants accredited their success to seniors, officers, and mentors. Though
managers have not been Assigned or chosen any formal Mentors, they do consult their
trustworthy colleagues. They trust in their mentors’ help and acknowledge their
support in carrying out their duties effectively Likewise, Tillman and Cochran (2000)
examined the competencies of superintendents and argued that female leaders’
confidence in their own competencies was a strength. This study had similar findings.

Results showed that managers were more confident in their competencies, which
made them stronger in their abilities to arrive at and implement the administrative
decisions that would lead to the accomplishment of their goals. The following section
discusses the final phase of the study.

Cristine, et al., (2004) found that successful superintendents took challenges as
opportunities for their professional growth while struggling in a predominantly male
environment. These women always

Remained focused on their long-term plans and developed their communication
and social skills throughout their careers. Alston (2005) analyzed the leadership styles
of Black superintendents and found that their leadership style was their strength. She
believed that Black superintendents’ leadership style, largely, fell into Servant
Leadership. According to Greenleaf, servant leaders are, “one[s] [who] wants to serve,
and serve first. Then conscious choice brings one to aspire to lead” (as cited in Alston,
2005, p.681). She further argued that Black and successful superintendents are
spiritual, which encourages them to struggle for excellence. According to Dantley
spirituality is, “that internal mechanism that guides human beings to make meaning of
their lives, to establish purpose for themselves, to enter into connections or
relationships with others, and serves as the facility for people to create through inspired
imagination” (as cited in Alston, 2005, p.682). These findings show that these
successful female superintendents took a collaborative approach to achieve

professional success. In the next chapther will go to the reaserch part by details.

51



CHAPTER FOUR

RESEARCH METHODOLOGY

Method of
determining
Sample Size

Reliability and
Validity

Descriptive

istics Analysis
Statist y 4 T-test
Group Differences ANOVA- test

Correlatlons

Research

Methodology

R square

Regression Coefficients
Analysis
Results of

study

Figure 4.1: Practical side plan.

4.1 The Questionnaire (Survey)

The primary intentions of this study were to provide insight into the challenges
research Participants faced in obtaining and maintaining managerial positions and to
identify the strategies used to deal with those challenges. It also sought to understand

the thinking process of participants concerning the questionnaire in order to validate

the survey tool for use in Libya.
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In order to answer our research questions of the dissertation, it was formulated
five hypotheses concerning the factors that effect on the status of women in leadership.
Whether positive factors are that, help woman or negative factors that prevent women.
With the aim to test the hypotheses, it was decide to do a survey using a questionnaire,
because it can provide to us an efficient way of collecting responses from the sample
before the quantitative analysis, also to get more insight into the topic by gathering
different views from female leaders, answers were shorter but even more pertinent.
Another reason for conducting a questionnaire is that we strive to provide our readers
with reliable results by using the statistical analysis software SPSS.

The pilot research relied on the questionnaires as the main method to gather the
data from the participants, an instrument to support the questionnaires. The
questionnaire is considered as a common technique, widely used in research (Tejeda
et al, 2001). A study of the literature revealed that there are two questionnaires, which
are Multifactor Questionnaire (MLQ), (Bass, Avolio, 1990), (Bass et al, 1995), and
“Transformational Leadership Questionnaire (TLQ) (Metcalfe, 2000), (Hanan
Muammer Alabani, 2010).

The reliability and validity of the Multifactor Leadership Questionnaire,
published by Bass and Avolio (1994) has also been tested on numerous occasions
(Avolio, Bass, & Jung, 1999, Judge, Piccolo, & llies, 2004, Rowold & Herrera, 2003,
Rowold, 2004). The most popular is the Form 5X (MLQ-5X; Avolio & Bass, 2002)
The reliability ratings of all items on the scale ranged from r = .74 to r = .94, while the
validity ratings for these items ranged from r = .79 for transformational leadership
styles, r = .56 for transactional leadership styles, and r = .91 to r = .84 for passive
leadership style (laissez-faire leadership), (Salter, 2014, 59).

In addition, presented a questionnaire to a group of specialists in the field of
statistics and management Dr. Mahmud Tawel, Dr. Ali Omer R. MOHAMED who are
Arbitrators to adjust and review it, if there were technical errors in the questionnaire
or no also, to make sure that the questions in the questionnaire were linked to our five
hypotheses.

Before the distributed, it in the sample and that our participants can fully
Understand the questions. (The Multifactor Leadership Questionnaire Leader Form,
(5x-Short).

A researcher used multifactor questionnaire (MLQ) which was created by the
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Bass and his colleagues (Bass, 1985), and which aimed to examine and measure both
transformational and transactional leadership styles. Multifactor questionnaire has
been revised many times in order to be appropriate to the needs of its users (Hartoge
et al, 1997), (Sumaira Taj, 2016). In addition, the researcher used the Participant
Questionnaire, which was created by Judy G. Stouder (Sumaira Taj, 2016).see
appendix (1), (2).

4.2 Sample Design

The sample consists of the female educational officers in Libya. However, the
population of this study is composed of Libyan female educational managers because
homogeneity in policies and organizational cultures allows for generalizability to all
female managers. The following section delineates the sample in this phase.

This quantitative case study required a thick description of data, and the survey
was the major tool of data collection. The questionnaire was distributed to 550 copies

and returned 387 samples.

4.2.1 Method Of Determining Sample Size

The number of questionnaires distributed was 550 and the number of responses
was 387, this means that we have received about 70% of the total distributed

guestionnaires.

Cochran’s, (1977) sample size formula for both continuous and categorical

data is used.

This formula is based on error estimation and variance estimation and uses the

following equation for determining sample size:

n = ()2x (s)?
(d)?
Where:

n: is sample size
t: is the value for selected alpha level, in 0.05 two-tailed is (1.96).

s: is the estimate of standard deviation; calculated by dividing the number of points
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on a scale, in my scale, mainly 3, by the number of standard deviations (Bartlett et al
2001), in my case 2, one on each side.

d: is the number of points on primary scale ultiplied by the acceptable margin of

error.

So n = (1.96)%x (3/2)?
(3 x 0.05)?

=385
Expected rate of returned questionnaires is between 70-80%.

References: Cochran, W.G, (1977). Sampling itechniques, (3". ed.). New York,
iIJohn Wiley- Sons.
https://scholar.google.com/scholar?q=Cochran%2C+W.+G.+%281977%29.+S
ampling+techniques%2C+%283rd.+ed.%29.+New+Y ork%2C+John+Wiley+%
26+Sons.&btnG=&hl=ar&as_ sdt=0%2C5

Bartletti 11, J. E-Kotrlik, J. W, and iHiggins C. C, (2001). Organizationali
Research, Determining Appropriatei Sample Size in the Surveyi Research,
Information Technology, learningi and Performance Journal, iVol-19 N1.
http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.486.8295&rep=repl
&type=pdf

4.2.2 Reliability and Validity

Reliability and validity of scales:

Values for Weak, Moderate, and Strong Correlation Coefficients:

Coefficient of correlation Strength of the relationship
1) +70-1.00 Strong

2) +.30-.69 Moderate

3) +.00-.29 None (.00) to weak

Three reliability and validity tests are carried out; one for each scale, Barriers
“Degree of Difficulty”, Personal Characteristics and Leadership Style Table, (4-
1) shows that scale Cronbach's. Alpha for each scale are; 0.953, 0.892 and 0.756
respectively. These results indicate good scales that can be used in measurements

of the indicated variables.
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Table 4.1: Reliability statistics.

Reliability Statistics
Scale Cronbach’s Alpha (N) of Items
Barriers “Degree of Difficulty” 0.953 08
Personal Characteristics 0.892 21
Leadership Style 0.756 09

4.3 Data Analysis Findings and Discussion

Statistical Analyses of Data

Statistical analyses performed are descriptive statistics analysis, and group
differences based on demographic factors, correlations, and regression analysis. The
SPSS software was used for these analyses. Descriptive statistics for demographic
variables are produced to see how the sample is divided groups and how many subjects
fall into each group. In addition, a bar chart is drawn for each demographic variable.
Cases are also, summarized for identifying barriers that existed in the field of
education. This is done to see which barriers might be excluded from the analysis. The
decision will be based on the parentage each barrier achieves, so if a barrier gets less
than 50% availability then that barrier becomes a matter of suspect and is eliminated
from analysis.

Group differences Analysis, based on demographic factors, is used to test the
variability between women groups towards Personal Barriers (Degree of Difficulty),
Personal Characteristics and influential Actions on the basis of age, education level,
tenor, supervisory status, marital status and number of children (demographic factors).

The analysis is carried out using Independent Samples Test (t-test) when the
demographic factor is split into two groups In addition; ANOVA analysis is used when
the demographic factor is split into three groups. For differences to be statistically
significant between two groups, Sig. (2-tailed) t test must be less than 0.05. For
differences to be statistically significant between three or more groups, Sig. F test must
be less than 0.05.

Correlations between factors are measured using Pearson Correlation. These
correlations are; correlations between Personal Barriers and Influential Actions in

reaching superintendence, correlations between the importance of Personal
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Characteristics and Influential Actions in reaching superintendence, correlations
between Leadership Styles and Influential Actions in reaching superintendence and
correlations between Leadership Styles and Personal Barriers (degree of difficulty). A
significant correlation is a correlation that has a Sig. (2-tailed) a value less than (0.05.)
The strength of the correlation is marked with stars where; (**.) The Correlation is
Significant at the 0.01 level, (2-tailed) and (*.) The Correlation is significant at the
0.05 level (2-tailed).

The Regression analysis is used to test learner relationships of personal
characteristics as predictors of influential actions in reaching superintendence,
leadership styles as predictors of influential actions in reaching superintendence and
leadership styles as predictors of the degree of difficulty of personal barriers that
women face in reaching superintendence. The choice of these regressions is based on
tests of correlations and relevance to a workplace. The strength of the correlation
model is measured by R-square, the percentage of the response variable variation that
is explained by a linear model around its mean. Coefficients of the predictors in each
model show how much a change in predictors brings about the change in the outcome.

The effect is measured in values that range from 0.1 to 0.9.

4.3.1 The Descriptive Statistics Analysis

The descriptive statistics are used to describe the basic features of data in a
study; they provide simple summaries about the sample and measures. Together with
the simple graphics analysis, it form the basis of virtually every quantitative analysis
of the data. Under the descriptive statistical analysis, Descriptions for demographic
variables are produced. In addition, a bar chart is drawn for each demographic variable.

Table (4-2) shows frequencies for age groups, 52.2% of subjects fall into the age
group 25 to 35 years old, 47.8% are between 36 and 45 years old. This indicates a
younger generation in working women is the trend in population. Figure (4-2)

represents these values in a bar chart.
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Table 4.2: Frequencies for age groups.

Frequency Percent Valid Percent | Cumulative,
Percent
Valid 2510 35 202 52.2 52.2 52.2
36 to 45 185 47.8 47.8 100.0
46 and above 0 0 0.0 0.0
Total 387 100.0 100.0
%
60
50
40 -
30 - =%
20 -
10 -
] Ay
0 ‘
25 to 35 36 to 45 46 and above

Figure 4.2: Sample age groups.
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Table (4-3) shows the frequencies for Level of Education groups, 47% of
subjects had higher education and 40.6% are at Master and above level. This is an
indication of a high level of qualifications achieved by these women, this means that
the sample of women is a little included in the third group, namely Diploma level and
below by 12.4%, there is evidence of educated Libyan women with high qualifications.
Figure (4-3) represents these values in a bar chart.

Table 4.3: shows frequencies for the level of education.

Frequency Valid Percent Cumulative,
Percent
Diploma level and below 48 12.4 12.4
Valid Highe education 182 47.0 59.4
Master and above 157 40.6 100.0
Total 387 100.0
%
50
45 -
40
35
30
25 - H%
20
15 -
10 -
Diploma level and Highe education Master and above
below

Figure 4.3: Sample level of education groups.
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Table (4-4) shows the frequencies for Years of Experience groups, 54.8% of
subjects fall into the Years of Experience group less than 5 years of Experience, 30.2%
had work experience between 5 and 15 years and only 15% had Years of Experience
above 15 years. This indicates that a high majority of working women are still in their
early years of Experience; this does not mean that they have few experiences and from
opinion’s researcher that the availability of high educational skills and qualifications

qualifies them to be leaders. Figure (4-4) represents Years of Experience groups in the

bar chart.
Table 4.4: Frequencies for years of experience.
Frequency Percent Valid, Cumulativ,
Percent Percent
Less than 5 years. 212 54.8 54.8 54.8
Valid 5 to 15 years 117 30.2 30.2 85.0
Above 15 Years 58 15.0 15.0 100.0
Total 387 100.0 100.0
%
60 -
50 -
40
. ()
30 - %
20 -
10
0
Less than 5 years. 5 to 15 years Above 15 Years

Figure 4.4: Sample years of experience groups.
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Table (4-5) shows the frequencies for Supervisory Status; only 14% of women
have worked as a Supervisor. 86% of women did not work as a supervisor. This
indicates a low share for working women in the management jobs, That is, the
percentage of women who worked as supervisors is very weak. This means that there
are real barriers that prevent women from holding leadership positions. Figure (4-5)
represents the number of women in both categories in the bar chart.

Table 4.5: Frequencies for supervisory status.

Frequency Percent Valid Percent Cumulative,
Percent
Valid Has no 333 86.0 86.0 86.0
supervisory
work
A Supervisor 54 14.0 14.0 100.0
Total 387 100.0 100.0
%
100
80 -
60 - %
40 |
20
0 T T
Has no supervisory work A Supervisor

Figure 4.5: Supervisory status.
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Table (4-6) shows the frequencies for marital status groups it found 7.2% of
women are single and 92.8% of women are married, an indicator of high stability in
social life among sample subjects. Figure (4-6) represents the number of women in

each category in the bar chart.

Table 4.6: Frequencies for the marital status.

Frequency Percent Valid Cumu|ative' Percent
Percent
Single 28 7.2 7.2 7.2
Valid Married 359 92.8 92.8 100.0
Widow/Divorced 0 0 0.0 0.0
Total 387 100.0 100.0
%
100 -
90 -
80 -
70 -
60 -
50 - m%
40
30 -
20 -
101 _——
0 T T
Single Married  Widow/Divorced

Figure 4.6: Sample marital status groups.
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Table (4-7) shows the frequencies for a number of children groups it found 8.0%
of women have no children, 5.7% only one child and 86.3% of women have two or
more children an indicator of high family demands among sample subjects; the large
number of children is possible to prevent women from leading positions due to the
large number of responsibilities. Figure (4-7) represents the number of women in each
category in the bar chart.

Table 4.7: frequencies for the number of children.

Frequency Percent Valid Cumulative,
Percent Percent
No Children 31 8.0 8.0 8.0
Only One 22 5.7 5.7 13.7
Child
Two or more 334 86.3 86.3 100.0
Valid Children
Total 387 100.0 100.0
%
90
80 -
70
60 -
50 -
. 0,
40 - %
30
20 -
10 -
0
No Children Only One Child Two or more
Children

Figure 4.7: Sample Number of children for each group.
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A) ldentification of barrier existence

Cases were summarized for identifying barriers that existed in the field of

education. Most barriers achieved 85% of the answer that they are barriers in reaching

superintendence; therefore, no barrier was excluded from the analysis. Table (4-8)

shows the distribution of answers for identification of barrier existence.

Table 4.8: Distribution of answers for identification of barrier existence.

2
5 5
5 2 S
S > IS >
r & 2 4 g = 'S
S = S = k=] = E e
=} [<5) = o = @ 5 Q
= = I <@ o =] pred A
@ > = S iz j= © 5
o
> ° S KE] S o
= =3 ‘= 5 S T L S
S = 2 3 a = c S
3 @ A o L @ = -
Y— b= -D S < Y o ©
b= [S) L o © o) = c
: ¥ |% |8 |3 |E |¥ |§ |¢
Barriers S i 3 b & S T &
Cases 387 387 387 387 387 387 387 387
Yes, a barrier 330 330 330 330 386 387 330 330
No, Not a barrier 57 57 57 57 1 0 57 57
Yes % 85% 85% 85% 85% 1% 100% 85% 85%
No % 85% 85% 85% 85% 99% 0% 85% 85%

4.3.2 Group Differences Based On Demographic Factors

Group differences are based on demographic factors Analysis is used to test the

variability between women groups towards Personal Barriers (degree of Difficulty),

Personal Characteristics and influential Actions on the bases of age, level of education,

year of experience, supervisory status, marital status and number of children

(demographic factors). Analysis is carried out using Independent Samples Test (t test)

when the demographic factor is split into two groups and Anova analysis is used when

the demographic factor is split into three groups. Results of group differences tests’

tables are shown below under each demographic factor. For Descriptive, see Appendix

(3).
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A) Age As a Variability Factor

Table (4-9) shows the results of Independent Samples Test (t- test). According
to the significance of t test performed (0=0.05), there is no variability between
women's groups based on age and Personal Barriers (degree of Difficulty) and Personal
Characteristics. Actions 7, 8 and 9 show significant t test (a=0.05) which indicate that
women vary on these actions according to their age group. Actions 7, 8 and 9 are;
obtained support from family/ friends, developed/utilized a network and gained
leadership experience outside education respectively. These results give partial
support to a hypothesis number (1a).

Some explanations regarding table number (4-9).

Independent Samples Test displays the results most relevant to the Independent
Samples t test. There are two parts that provide different pieces of information:

1. Levene’s Test for Equality of Variances and.

2. T-test for Equality of Means.

A Levene's Test for Equality of of Variances: This section has the test results for
Levene's test. From left to right:

a) F. isthe test statistic of Levene's test

b) Sig. is the p-value corresponding to this test statistic

When the p-value of Levene's test is < 0.05, we reject the null of Levene's test
and conclude that the variance is significantly different. This tells us that we should
look at the "Equal variances not assumed” row for the t-test (and corresponding
confidence interval) results. (If this test result had not been significant -- that is, if we
had observed p > a -- then we would have used the "Equal variances assumed" output.)

T-test for Equality of Means provides the results for the actual Independent
Samples t Test. From left to right:

1) t.is the computed test statistic

2) df. is the degrees of freedom

3) Sig. (2-tailed) is the p-value corresponding to the given test statistic and

degrees of freedom
4) Mean Difference is the difference between the sample means; it also
corresponds to the numerator of the test statistic
5) Std. Error Difference is the standard error; it also corresponds to the

denominator of the test statistic
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6) C. Confidence Interval of the Difference:

This part of the t-test output complements the significance test results. Typically,

if the CI for the mean difference contains 0, the results are not significant at the chosen

significance level.

Table 4.9: Independent samples test: age as a variability factor.

Levene's T-test for Equality of Means
Test, for
Equality of
Variances
F Sig. t df Sig.(2- Mean Std. Error | 95% Confidence Interval
tailed) | Difference Difference of the Difference
Lower Upper
» Eva 002 | 963 | -1.458 385 .146 -.10235 .07022 -.24042 .03572
(<5
§ Evna -1.458 382.490 .146 -.10235 .07020 -.24038 .03568
= 8 Eva 6.370| .012 | -1.111 385 .267 -.02321 .02088 -.06427 .01785
c 2
% % Evna -1.114 | 384.684 .266 -.02321 .02083 -.06416 01774
o g
(@]
Eva .004 | .953 .030 385 .976 .001 .034 -.066 .068
Actionl | Eyng 030 | 381786 | .976 001 034 -.066 068
Action2 | Eva 1964 | .162 -.709 385 479 -.036 .050 -.135 .063
Evna -.709 382.769 A79 -.036 .050 -.134 .063
Action3 | Eva .013 | .910 -.056 385 .955 -.002 .030 -.061 .058
Evna -.056 382.513 .955 -.002 .030 -.061 .058
Actiond | Eva 2.166 | .142 -.733 385 464 -.030 .040 -.109 .050
Evna -.735 384.653 463 -.030 .040 -.109 .049
Action5 | Eva 5.124 | .024 -1.123 385 .262 -.033 .030 -.091 .025
Evna -1.131 382.853 .259 -.033 .029 -.091 .025
Actions | Eva 351 | 554 -.296 385 767 -.015 .049 -111 .082
Evna -.296 382.560 767 -.015 .049 -111 .082
Action7 | Eva 18.19| .000 2.102 385 .036 .092 .044 .006 178
3
Evna 2.113 384.394 .035 .092 .044 .006 178
Action8 | Eva 18.19 | .000 2.102 385 .036 .092 .044 .006 178
3
Evna 2.113 384.394 .035 .092 .044 .006 178
Action9 | Eva 18.19 | .000 2.102 385 .036 .092 .044 .006 178
3
Evna 2.113 384.394 .035 .092 .044 .006 178

(E v a) Equal variances assumed.
(E v n a) Equal variances not assumed.

c) Level of Education as a variability factor

Table (4-10) shows the results of one-way Anova. According to the

significance of the f tests performed (¢=0.05), there is no variability between women

groups based on the level of education and Personal Barriers (degree of Difficulty) and
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Personal Characteristics. Action 4 shows a significant f test (a=0.05) it found sig.003
which indicate that women vary on identifying and maintaining sponsors according to
their level of education group. These results give partial support to hypothesis number
(1b).

Table 4.10: ANOVA: Level of education as a variability factor.

(Sum of df (Mean F Sig
Squares) Square)
Barriers Between a Groups 1.158 2 579 1.214 .298
Within Groups 183.186 384 AT7
Total 184.344 386
Personal Between Groups .025 2 .012 .295 .745
Characteristics " \vithin Groups 16.241 384 042
Total 16.266 386
Action 1 Between Groups 277 2 139 1.231 .293
Within Groups 43.263 384 113
Total 43.540 386
Action 2 Between Groups 142 2 .071 290 749
Within Groups 94.044 384 245
Total 94.186 386
Action 3 Between Groups .369 2 .185 2.091 125
Within Groups 33.900 384 .088
Total 34.269 386
Action 4 Between Groups 1.822 2 911 5.967 .003
Within Groups 58.643 384 153
Total 60.465 386
Action 5 Between Groups .155 2 .078 916 401
Within Groups 32.496 384 .085
Total 32.651 386
Action 6 Between Groups .030 2 .015 .064 .938
Within Groups 89.598 384 233
Total 89.628 386
Action 7 Between Groups .031 2 .015 .082 922
Within Groups 72.155 384 .188
Total 72.186 386
Action 8 Between Groups .031 2 .015 .082 922
Within Groups 72.155 384 .188
Total 72.186 386
Action 9 Between Groups .031 2 .015 .082 922
Within Groups 72.155 384 .188
Total 72.186 386
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d) Years of Experience as a variability factor:

Table (4-11) shows the results of one-way Anova. According to the
significance of the f tests performed (0=0.05), there is no variability between women
groups based on Years of Experience and Personal Barriers (degree of Difficulty) and
Personal Characteristics. Action 4 shows a significant f test (¢=0.05) which indicate
that women vary on identifying and maintaining sponsors according to their Years of
Experience level group, Action 4 is Identified and maintained sponsors. These results

give partial support to a hypothesis number (1C).

Table 4.11: ANOVA: Years of Experience as a variability factor.

(Sum of df (Mean F Sig
Squares) Square)

Barriers Between a Groups .031 2 .016 .033 .968
Within Groups 184.312 384 480
Total 184.344 386

Personal Between Groups .033 2 .016 .387 .679

Characteristics Within Groups 16.233 384 042
Total 16.266 386

Actionl Between Groups .533 2 267 | 2.381 .094
Within Groups 43.007 384 112
Total 43.540 386

Action2 Between Groups 153 2 077 313 732
Within Groups 94.033 384 .245
Total 94.186 386

Action3 Between Groups 114 2 .057 .639 .528
Within Groups 34.155 384 .089
Total 34.269 386

Action4 Between Groups .981 2 491 | 3.167 .043
Within Groups 59.484 384 155
Total 60.465 386

Action5 Between Groups 121 2 .060 712 491
Within Groups 32.531 384 .085
Total 32.651 386

Action6 Between Groups 127 2 .063 272 762
Within Groups 89.501 384 233
Total 89.628 386

Action7 Between Groups .008 2 .004 .022 979
Within Groups 72.178 384 .188
Total 72.186 386

Action8 Between Groups .008 2 .004 .022 979
Within Groups 72.178 384 .188
Total 72.186 386

Action9 Between Groups .008 2 .004 .022 979
Within Groups 72.178 384 .188
Total 72.186 386
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B) Supervisory Status as a Variability Factor

Table (4-12) shows the results of Independent Samples Test (t- test) the

independent samples T-test, (or independent t-test, for short) compares the means

between two unrelated groups on the same continuous dependent variable.

According to the significance of the t test perform med (0=0.05), there is no variability

between women groups based on Supervisory Status and Personal Barriers (degree of

Difficulty), Personal Characteristics and all influential Actions. These results give

partial support to a hypothesis number (1d).

Table 4.12: Independent samples test supervisory status as a variability factor.

(Levene's Test T-test for Equality of Means
for Equality of
Variances)
Sig (2- Mean Std. Error (95% Confidence
E Sig. t df ailed) Difference Difference Interval of the
Difference)
Lower Upper
Eva 4.305 | .039 -.830 385 407 -.08415 .10142 - 11526
o .28356
Evna -.877 74.511 .383 -.08415 .09595 - .10702
.27532
Eva 2465 | 117 -.493 385 .623 -.01485 .03014 - .04442
O .07412
& Evna -.513 73.594 .609 -.01485 .02894 - .04283
.07253
Actionl | Eva .758 | .385 -.426 385 .670 -.021 .049 -.118 .076
Evna -.447 74.062 .656 -.021 .047 -115 .073
Action2 | Eva 508 | .477 414 385 .679 .030 .073 -.113 173
Evna 409 70.658 .684 .030 .073 -.116 176
Action3 | Eva .089 | .765 -.149 385 .882 -.007 .044 -.093 .080
Evna -.151 72.174 .880 -.007 .043 -.092 .079
Actiond | Eva 7.926 | .005 | -1.285 385 199 -.075 .058 -.189 .039
Evna -1.457 79.504 .149 -.075 .051 -.176 .027
Action5 | Eva 1.108 | .293 -.516 385 .606 -.022 .043 -.106 .062
Evna -.558 76.100 578 -.022 .039 -.101 .057
Action6 | Eva 181 | 671 -.205 385 .838 -.015 .071 -.154 125
Evna -.205 71.324 .838 -.015 .071 -.156 126
Action7 | Eva .074 | .786 134 385 .894 .009 .064 -.116 133
Evna 134 71.434 .894 .009 .063 -.118 135
Action8 | Eva .074 | .786 134 385 .894 .009 .064 -.116 133
Evna 134 71.434 .894 .009 .063 -.118 135
Action9 | Eva .074 | .786 134 385 .894 .009 .064 -.116 133
Evna 134 71.434 .894 .009 .063 -.118 135

(B) Barriers / (P C) Personal Characteristics.

(E v a) Equal variances assumed.

(E v n a) Equal variances not assumed.
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C) Marital Status as a variability factor:

Table (4-13) shows results of Independent Samples Test (T-test). According to
the significance of the t test performed (0=0.05), there is no variability between women
groups based on Marital Status and Personal Characteristics and all influential Actions
except action. Action 5 (Consistently evaluated personal strengths) shows a significant
t test (0=0.05) which indicates that women vary on their evaluation of personal
strengths on the basis of their Marital Status. Personal Barriers (degree of Difficulty)
show a significant t test (0=0.05) which indicate that women vary on the degree of
difficulty they had in overcoming each barrier on the basis of their Marital Status.
These results give partial support to a hypothesis number (1E).

Table 4.13: Independent samples test marital status as a variability factor.

(Levene's T-test for Equality of Means
Test for
Equality of
Variances)
F Sig. t df Sig. Mean Std. Error |95% Confidence
(2- | Difference| Difference| Interval of the
tailed) Difference
Lower | Upper
o Eva | 92235| .000 | -7.850 | 385 .000 -.98960 .12606 -1.23745 | -.74176
Evna -24.874 | 286.246 | .000 -.98960 .03978 -1.06791 | -.91130
%) Eva 6.112 | .014 | -1.137 | 385 256 -.04578 .04026 -12494 | 03339
e Evna -1.002 | 30216 | .324 -.04578 .04570 -13908 | .04753
Actionl [Eva 6.287 | .013 | -1.394 | 385 164 -.092 .066 -221 .038
Evna -1.135 | 29.659 | .266 -.092 .081 -.257 073
Action2 [Eva | 23.661| .000 | 1.480 | 385 140 143 .097 -.047 334
Evna 1.578 | 32.090 | .124 143 .091 -.042 328
Action3 [Eva 2453 | 118 | -.823 385 411 -.048 .058 -.163 .067
Evna -697 | 29.921 | .491 -.048 .069 -.189 .093
Action4 [Eva 7502 | .006 | 1.204 | 385 229 .093 .078 -.059 246
Evna 1479 | 34.216 | .148 .093 .063 -.035 222
Action5 |[Eva | 15729 | .000 | 1.762 | 385 079 .100 .057 -012 212
Evna 6.317 | 358.000 | .000 .100 .016 .069 131
Action6 [Eva 2187 | .140 | -1.140 | 385 255 -.108 .095 -.294 .078
Evna -1.085 | 30.876 | .286 -.108 .099 -310 .095
Action7 |[Eva | 10.315| .001 | -1.338 | 385 182 -113 .085 -.280 .053
Evna -1.593 | 33676 | .120 -113 071 -.258 .031
Action8 |[Eva | 10.315| .001 | -1.338 | 385 182 -113 .085 -.280 .053
Evna -1.593 | 33676 | .120 -113 071 -.258 031
Action9 [Eva | 10.315| .001 | -1.338 | 385 182 -113 .085 -.280 .053
Evna -1.593 | 33676 | .120 -113 071 -.258 .031

(B) Barriers / (P C) Personal Characteristics. (E v a) Equal variances assumed. (E v n a) Equal
variances not assumed.
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D) Number of Children as a variability factor:

Table (4-14) shows the results of one-way Anova. According to the
significance of the ftests performed (a=0.05), there is no variability between women's
groups based on the number of children and Personal Characteristics. Influential
Actions 2 and 5 are Action 5 (Relied of flexible goals), (Consistently evaluated
personal strengths) show a significant f test (a=0.05) which indicate that women vary
in their reliance on flexible goals and their evaluation of personal strengths on the bases
of their number of children. Personal Barriers (degree of Difficulty), also, show a
significant f test (a=0.05) which indicate that women vary on the degree of difficulty
they had in overcoming each barrier on the bases of their number of children. These

results give partial support to a hypothesis number (1F).

Table 4.14: ANOVA: Number of children as a variability factor.

(Sum of Df Mean Square F Sig.
Squares)
Barriers Between a Groups 20.328 2 10.164 23.797 .000
Within Groups 164.015 384 427
Total 184.344 386
Personal Between Groups .145 2 .072 1.723 .180
Characteristics Within Groups 16.121 384 042
Total 16.266 386
Actionl Between Groups .219 2 .110 971 .380
Within Groups 43.321 384 113
Total 43.540 386
Action2 Between Groups 1.857 2 .928 3.862 .022
Within Groups 92.329 384 .240
Total 94.186 386
Action3 Between Groups .033 2 .016 .183 .833
Within Groups 34.236 384 .089
Total 34.269 386
Action4 Between Groups .327 2 .164 1.044 .353
Within Groups 60.138 384 157
Total 60.465 386
Action5 Between Groups .531 2 .266 3.177 .043
Within Groups 32.120 384 .084
Total 32.651 386
Action6 Between Groups 719 2 .359 1.552 213
Within Groups 88.909 384 232
Total 89.628 386
Action7 Between Groups .587 2 .294 1.575 .208
Within Groups 71.599 384 .186
Total 72.186 386
Action8 Between Groups .587 2 294 1.575 .208
Within Groups 71.599 384 .186
Total 72.186 386
Action9 Between Groups .587 2 294 1.575 .208
Within Groups 71.599 384 .186
Total 72.186 386
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4.3.3 Correlations

Correlation refers to the strength of a relationship between two variables. A
statistical measure that indicates the extent to which two or more variables fluctuate
together. A positive correlation indicates the extent to which those variables
increase or decrease in parallel; a negative correlation indicates the extent to which
one variable increases as the other decreases.

Table (4-15) shows Correlations between Personal Barriers and influential
actions in reaching superintendence. There were no significant correlations to support
hypothesis number 2. This means there is no statistically significant relationship
between the personal barriers and use of the actions by females seeking

superintendence positions.

Table 4.15: Correlation between personal barriers and influential actions in reaching superintendence.

Barriers — o~ ™ < o) © ~ %)
m m m m m m m m

Action Pearson -.050 -.050 -.050 -.050 .086 b -.050 -.050
1 Correlation

Action Pearson -.044 -.044 -.044 -.044 -.008 = -.044 -.044
2 Correlation

Action Pearson -.015 -.015 -.015 -.015 -.057 b -.015 -.015
3 Correlation

Action Pearson .028 .028 .028 .028 -.001 b .028 .028
4 Correlation

Action Pearson .054 .054 .054 .054 -.091 b .054 .054
5 Correlation

Action Pearson -.019 -.019 -.019 -.019 .069 b -.019 -.019
6 Correlation

Action Pearson .003 .003 .003 .003 .062 b .003 .003
7 Correlation

Action Pearson .003 .003 .003 .003 .062 b .003 .003
8 Correlation

Action Pearson .003 .003 .003 .003 .062 b .003 .003

Correlation

9

** The Correlation is significant at the 0.01 level, (2-tailed).

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

. Cannot be computed because at least one of variables is constant.

Table (4-16) shows the correlations between importance of personal
characteristics and influential actions in reaching superintendence. Two positive

correlations found the first is between personal characteristics and action 5
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(Consistently evaluated personal strengths), the second is between personal
characteristics and action 6 (Became more visible professionally). The correlations are
0.146 and 0.102 respectively. These results give partial support to hypothesis number
3. This means there is a partial support to the relationship between personal

characteristics and the use of actions by females seeking superintendence positions.

Table 4.16: Correlation between importance of personal characteristics and influential actions in seeking
superintendence.

— ] ™ < [Te) © ~ o] 0:’
Items S S S S S S S S S
k3] c c c c c c c S
< < < < < < < < <
Personal Pearson -036 | .040 | -.056 | .086 | .146™ | .102" | -.052 | -052 | -.052
Characteristics Correlation

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

Table (4-17) shows the correlations between leadership styles and influential
actions in reaching superintendence. The highest correlation is the positive relationship
(0.267) between transactional leadership style and action 3 (Attended seminars in
career planning). Transactional leadership style was also positively related (0.198) to
action 1 (Identified and maintained mentor) and negatively related (-0.168) to action 4
(Identified and maintained sponsors). Transformational leadership style had positive
relationships with actions 6 to 9; correlations are 0.156 for action 6 and 0.116 for the
other three actions. Laissez-Faire Leadership style was positively related to the action
3 and the negatively related to action 4. Results give support to a hypothesis number4;
there is a significant relationship between leadership style and use of actions by
females seeking superintendence positions. These results, also,

Indicate a mixture of leadership styles is available at the educational
environment without any dominance to any one of them. Therefore, whenever this
leadership style is followed, it helps women to apply a specific procedure in their
workplace to reduce the degree of difficulty of barriers.
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Table 4.17: Correlations between leadership styles and influential actions in reaching superintendence.

The Transformational TheTransactional The Laissez Faire

leadership style leadership style Leadership style
Action1 | P.Correlation .056 .198™ .078
Action2 | P.Correlation -.008 .028 .038
Action 3 | P.Correlation .096 267" 147
Action 4 | P.Correlation .061 -.168™ -.129"
Action5 | P.Correlation 014 -.046 .007
Action 6 | P.Correlation 156 .073 -.002
Action 7 | P.Correlation 116" .062 .062
Action 8 | P.Correlation 116" .062 .062
Action 9 | P.Correlation 116" .062 .062

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

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

Table (4-18) shows the correlations between leadership styles and the personal
barriers (degree of difficulty). There are negative correlations (-0.123 for 6 barriers)
between the Transformationali Leadership style and the barriers of gender and racial
discriminations These results give support to hypothesis number 5; there is a
relationshipi between the Transformationali Leadership style and Lack of
employmenti opportunity, gender idiscrimination, Lack of peer/collegial isupport,
racial/ ethnic discriminations and Personal lack of tenacity. This means as the
leadership style becomes more transformational these barriers’ degree of difficulty
decreases. There is also an opposite relationship between the style of transformational
leadership and barriers, ie, whenever transformational leadership is adopted as a style
in workplace whenever there is a lack of barriers this conclusion is consistent with the

nature of transformational leadership.
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Table 4.18: Correlations between leadership styles and barriers (Degree of Difficulty).

The Transformational
leadership style

The Transactional
leadership style

The Laissez-
Faire Leadership style

Items
Barriers Degree of | Pearson Correlation -.123" -.032 -.020
Difficulty 1 Sig. (2-tailed) 015 528 692
N 387 387 387
Barriers Degree of | Pearson Correlation -.123" -.032 -.020
Difficulty 2 Sig. (2-tailed) 015 528 692
N 387 387 387
Barriers Degree of | Pearson Correlation -.123" -.032 -.020
Difficulty 3 Sig. (2-tailed) 015 528 692
N 387 387 387
Barriers Degree of | Pearson Correlation -.123" -.032 -.020
Difficulty 4 Sig. (2-tailed) 015 528 692
N 387 387 387
Barriers Degree of | Pearson Correlation .050 .208™ .055
Difficulty 5 Sig. (2-tailed) 327 000 278
N 387 387 387
Barriers Degree of | Pearson Correlation A F £
Difficulty 6 Sig. (2-tailed) . . .
N 387 387 387
Barriers Degree of | Pearson Correlation -123" -.032 -.020
Difficulty 7 Sig. (2-tailed) 015 528 692
N 387 387 387
Barriers Degree of | Pearson Correlation -123" -.032 -.020
Difficulty 8 Sig. (2-tailed) 015 528 692
N 387 387 387

4.3.4 Regression Analysis

This technique is used for forecasting, time series modelling and finding the

causal effect relationship between the variables.

Personal characteristics and influential actions in reaching superintendence.

Regression analysis is used

to test linear

relationships of personal

characteristics as predictors of influential actions in reaching superintendence. These

actions are; consistently evaluating personal strengths and becoming more visible

professionally. The choice of these two actions is based on the significant correlations

obtained between personal characteristics and these two variables. Results obtained

give partial support to hypothesis number 3; there is a relationship between the

personal characteristics and use of actions by females seeking superintendence

positions.

Table (4-19) shows a model summary where personal characteristics are

predictors of action five; consistently evaluating personal strengths. R square of the
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model is, 0.021. It means that the model explains only 2.1% of the variability of the
response data around its mean. (R- Square) It is a special regression means the ability

of the model to explain the difference.

Table 4.19: The Model Summary of personal characteristics are predictors of action five.

Model (R) (R- Square) Adjusted, R Square Std. Error of the
Estimate

1 1462 .021 .019 .288

The Predictors: (Constant), Personal Characteristics

Coefficients table (4-20) shows a significant B value. It means that one unit
change in Personal Characteristics brings about 0.207 units of change in consistently
evaluating personal strengths. The regression coefficient measures the strength of the
relationship between the parties we obtained in the model summary to be statistically

significant (Sig).

Table 4.20: Coefficients.2

(Unstandardized (Standardized
Model Coefficients) Coefficients) t Sig
B Std, Error Beta
1 (Constant) 2.328 .200 11.628 .000
Personal .207 071 146 2.896 .004
Characteristics

a. Dependent Variable: Action5: consistently evaluating personal strengths

Table (4-21) shows a model summary where personal characteristics are
predictors of action 6; becoming more visible professionally. R square of model is
0.010. It means that model explains only 1% of the variability of the response data

around its mean.

Table 4.21: The Model Summary of personal characteristics are predictors of action 6.

Model (R) R Square Adjusted R Square Std. Error of the
Estimate
1 .1022 .010 .008 480

a. Predictors: (Constant), Personal Characteristics
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Coefficients table (4-22) shows a significant B value. It means that one unit
change in Personal Characteristics brings about 0.239 units of change in becoming

more visible professionally. This model is stronger than the model before it.

Table 4.22: Coefficients.?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 1.968 334 5.899 .000
1 | Personal .239 119 102 2.006 .046
Characteristics
a. Dependent Variable: Action 6; becoming more visible professionally.

A) Leadership styles and influential actions in reaching superintendence

Regression analysis is used to test leaner relationships of leadership styles as
predictors of influential actions in reaching superintendence. These actions are;
identifying and maintaining a mentor, attending seminars in career planning,
identifying and maintaining sponsors, becoming more visible professionally, obtaining
support from family/ friends, developing/utilizing a network and gaining leadership
experience outside education. The choice of these seven actions is based on the
significant correlations obtained between leadership styles and these seven variables
that is why used just seven actions. Therefore, three regression models are tested for
each action to find out the best fitting model in each case. Results obtained give partial
support to hypothesis number 4; there is a significant relationship between the
leadership styles and use of actions by females seeking superintendence positions.

B) Identifying and maintaining a mentor as an outcome:

Table (4-23) shows the summaries of three models. R-square (0.056), the
percentage of the response variable variation that is explained by a linear model, is
best for model two. The model explains only 5.6% of the variability of the response
data around its mean. This means that the working environment follows the second
model, which includes (The Transactional leadership style, The Laissez-Faire

Leadership style).
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Table 4.23: The Model Summary of three models.

Model R R Adjusted Std. Change Statistics
Square R Error of R F Df | Df2 | Sig.F
Square the Square | Change | 1 Change
Estimate Change
1 .1982 .039 .037 .330 .039 15.765 385 .000
2 237° .056 .051 .327 .017 6.880 384 .009
3 .239¢ .057 .050 327 .001 .281 383 596

a. The Predictors: (Constant), The Transactional leadership style

b. The Predictors: (Constant), The Transactional leadership style, The Laissez-Faire Leadership
style

c. Predictors: (Constant), The Transactional leadership style, The Laissez-Faire Leadership style,
The Transformational leadership style

Table (4-24) shows the coefficients of the predictors in each model. Reading

model two, we find that the Transactional leadership style and the Laissez-Faire

Leadership style are both significant predictors of identifying and maintaining a

mentor. Their coefficients are (0.305) and (-0.128) respectively.

Table 4.24: Coefficients.2
Unstandardized | Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Beta t Sig. | Tolerance | VIF
Error
1 (Constant) 2.336 136 17.212 | .000
Transactional .165 041 198 3.971 | .000 1.000 1.000
leadership style
2 (Constant) 2.266 137 16.503 | .000
Transactional .305 .067 .367 4.519 | .000 372 2.686
leadership style
Laissez-Faire -.128 .049 -.213 -2.623 | .009 372 2.686
Leadership style
3 (Constant) 2.329 182 12.820 | .000
Transactional 311 .069 375 4.539 | .000 .361 2.769
leadership style
Laissez-Faire -.120 .051 -.200 -2.355 | .019 341 2.933
Leadership style
Transformational -.034 .065 -.033 -530 | .596 .643 1.555
leadership style
a. Dependent Variable: Actionl Identifying and maintaining a mentor

Table (4-25) shows the summaries of three models. R-square (0.082), the

percentage of the response variable variation that is explained by a linear model, is

best for model two. The model explains only 8.2% of the variability of the response
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data around its mean.

Attended seminars in career planning as an outcome

Table 4.25: The model summary.

Model R R Adjusted, Std. Change Statistics

Square | R Square | Error of R F Df | Df Sig. F

the Square | Change | 1 2 Change
Estimate Change

1 .267? 071 .069 .288 071 29.564 1| 385 .000
2 .287° .082 .078 .286 011 4.626 1| 384 .032
3 .289¢ .083 .076 .286 .001 .382 1| 383 .537

a. The Predictors: (Constant), The Transactional leadership style
b. The Predictors: (Constant), The Transactional leadership style, Laissez- Faire Leadership style

c. The Predictors: (Constant), The Transactional leadership style, Laissez-Faire Leadership style,
Transformational leadership style

Table (4-26) shows the coefficients of the predictors in each model. Reading
model two, it find that Transactional leadership style and Laissez-Faire Leadership
style are both significant predictors of women attending seminars in career planning.
Their coefficients are (0.297) and (-0.092) respectively.

Table 4.26: Coefficients.?

Unstandardized | Standardized Collinearity
Model Coefficients Coefficients t Sig. Statistics
B Std. Beta Tolerance | VIF
Error

1 | ( Constant) 2.263 118 19.116 | .000
Transactional 197 .036 .267 5.437 | .000 1.000 1.000
leadership style

2 | (Constant) 2.213 120 18.421 | .000
Transactional .297 .059 404 5.037 | .000 372 2.686
leadership style
Laissez-Faire -.092 .043 -172 -2.151 | .032 372 2.686
Leadership style

3 | (Constant) 2.277 .159 14.329 | .000
Transactional .304 .060 412 5.064 | .000 .361 2.769
leadership style
Laissez-Faire -.084 .045 -.157 -1.878 | .061 341 2.933
Leadership style
Transformational -.035 .057 -.038 -.618 | .537 .643 1.555
leadership style

a. Dependent Variable: Action3: Attending seminars in career planning
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Identified and maintained sponsors as an outcome

Table (4-27) shows the summaries of three models. R-square (0.064), the

percentage of the response variable variation that is explained by a linear model, is

best for model three. The model explains only 6.4% of the variability of the response

data around its mean.

Table 427: The Model Summary of three models.

R R Adjusted Std. Change Statistics
Square | R Square | Error of R F Df | Df Sig. F
Model the Square | Change | 1 2 Change
Estimate Change
1 .1682 .028 .026 391 .028 | 11.207 1| 385 .001
2 .168° .028 .023 391 .000 .019 1| 384 .890
3 .252¢ .064 .056 .384 .035 | 14.423 1| 383 .000

a. The Predictors: (Constant), Transactional leadership style

b. The Predictors: (Constant), The Transactional leadership style, Laissez-Faire Leadership style

c. The Predictors: (Constant), The Transactional leadership style, The Laissez-Faire Leadership
style, Transformational leadership style

Table (4-28) shows the coefficients of the predictors in each model. Reading

model three, it find that The Transactional leadership style and The Transformational

leadership style are both significant predictors of women identifying and maintaining

sponsors. Their coefficients are (0.226) and (0.289) respectively. This shows that while

The Transactional leadership style is a negative predictor of women identifying and

maintaining sponsors, Transformational leadership style is a positive predictor of the

same action.

80



Table 4.28: Coefficients?

Unstandardized Standardized Collinearity
Model Coefficients Coefficients t Sig. Statistics
B Std. Error Beta Toleranc | VIF
e
1 (Constant) 3.341 161 20.767 | .000
Transactional -.165 .049 -.168 -3.348 | .001 | 1.000 1.000
leadership style
2 (Constant) 3.345 164 20.372 | .000
Transactional -173 .081 =177 -2.150 | .032 372 2.686
leadership style
Laissez-Faire .008 .058 011 139 | .890 372 2.686
Leadership style
3 (Constant) 2.815 213 13.196 | .000
Transactional -.226 .080 -231 -2.810 | .005 .361 2.769
leadership style
Laissez-Faire -.058 .060 -.082 -965 | .335 341 2.933
Leadership style
Transformational .289 076 234 3.798 | .000 .643 1.555
leadership style

a. Dependent Variable: Action 4; Identifying and maintaining sponsors

Became more visible professionally as an outcome

Table (4-29) shows summaries of three models. R-square (0.045), the percentage

of the response variable variation that is explained by a linear model, is best for model

three. The model explains only 4.5% of the variability of the response data around its

mean.
Table 4.29: The model summary of three models.
Adjusted Std. Change Statistics
Model R R R Square | Error of R = dft | df2 | Sig.F
Square the Square | Change Change
Estimate
Change
1 0738 .005 .003 481 .005 2.050 1| 385 153
2 199D 015 010 480 .009 3601 | 1| 384 055
3 213° 045 038 473 030 | 12198 | 1| 383 001

a. The Predictors: (Constant), Transactional leadership style

b. The Predictors: (Constant), Transactional leadership style, Laissez-Faire Leadership style

c. The Predictors: (Constant), The Transactional leadership style, The Laissez-Faire Leadership
style, The Transformational leadership style
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Table (4-30) shows the coefficients of the predictors in each model. Reading
model three, we find that Laissez-Faire Leadership style and Transformational
leadership style are both significant predictors of women becoming more visible
professionally. Their coefficients are (-0.212) and (0.327) respectively. This shows
that while the Laissez-Faire Leadership style is a negative predictor of women
becoming more visible professionally, Transformational leadership style is a positive
predictor of the same action.

Table 4.30: Coefficients.?

Unstandardized | Standardized t Sig. | Collinearity Statistics
Coefficients Coefficients
Model B Std. Beta Tolerance VIF
Error

1 | (Constant) 2.354 .198 11.881 | .000
Transactional .087 .061 .073 1432 | .153 1.000 1.000
leadership style

2 | (Constant) 2.279 201 11.322 | .000
Transactional 237 .099 199 2.399 | .017 372 2.686
leadership style
Laissez-Faire -.137 071 -159 | -1.921 | .055 372 2.686
Leadership style

3 | (Constant) 1.680 262 6.405 | .000
Transactional 178 .099 149 1794 | .074 .361 2.769
leadership style
Laissez-Faire -.212 .074 -.246 -2.877 .004 341 2.933
Leadership style
Transformational 327 .094 217 3.493 | .001 .643 1.555
leadership style

a. Dependent Variable: Action6; becoming more visible professionally.

Obtained support from family/ friends as an outcome

Table (4-31) shows summaries of three models. R-square (0.014), the percentage
of the response variable variation that is explained by a linear model, is best for model
one. The model explains only 1.4% of the variability of the response data around its

mean.
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Table 4.31: The model summary of three models.

Model R R Std. Error Change Statistics
Square | Adjusted of the R Square | F Change | dft | df Sig. F
R Square | Estimate | Change Change
1 1162 .014 .011 430 .014 5.294 1| 385 .022
2 116° .014 .008 431 .000 .001 384 970
3 117¢ 014 .006 431 .000 027 383 .869

a. The Predictors: (Constant), Transformational leadership style

b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style

c. The Predictors: (Constant), The Transformational leadership style, Transactional leadership style,

Laissez-Faire Leadership style

Table (4-32) shows the coefficients of the predictors in each model. Reading

model one, it find that only the transformational leadership style is a significant

predictor of women obtaining support from family/ friends. Its coefficient is (0.157).

It is a weak predictor of this action.

Table 4.32: Coefficients.?

Unstandardized Standardized t Sig. Collinearity
Model Coefficients Coefficients Statistics
B Std. Beta Tolerance VIF
Error
1 | (Constant) 1.759 214 8.233 | .000
Transformational 157 .068 116 | 2.301 | .022 1.000 | 1.000
leadership style
2 | (Constant) 1.762 226 7.811 | .000
Transformational 159 .082 118 | 1.946 | .052 702 | 1.424
leadership style
Transactional -.002 .065 -.002 | -.037 | .970 702 | 1.424
leadership style
3 | (Constant) 1.749 239 7.309 | .000
Transformational 163 .085 121 | 1.908 | .057 .643 | 1.555
leadership style
Transactional .008 .090 .007 .089 | .929 361 | 2.769
leadership style
Laissez-Faire -.011 .067 -014 | -165| .869 341 | 2.933
Leadership style

a. Dependent Variable: Action7; Obtaining support from family/ friends

Developed/utilized a network as an outcome

Table (4-33) shows the summaries of three models. R-square (0.014), the

percentage of the response variable variation that is explained by a linear model, is

best for model one. The model explains only 1.4% of the variability of the response

data around its mean.
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Table 4.33: The Model Summary of three models.

Model R R Adjusted Std. Change Statistics
Square R Square Error of R F dft 42 Sig. F
t.he Square Change Change
Estimate Change
1 1162 .014 011 430 .014 5.294 1| 385 .022
2 .116° .014 .008 431 .000 .001 1| 384 970
3 A17¢ .014 .006 431 .000 .027 1] 383 .869

a. The Predictors: (Constant), Transformational leadership style

b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style

c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,

Laissez-Faire Leadership style

Table, (4-34) shows coefficients of the predictors in each model. Reading model
one, it find that only the transformational leadership style is a significant predictor
of women developing/utilizing a network. Its coefficient is (0.157). It is a weak

predictor of this action.

Table 4.34: Coefficients.?

Model Unstandardized | Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Tolerance | VIF
Error

1 | (Constant) 1.759 214 8.233 | .000
Transformational 157 .068 116 | 2.301 | .022 1.000 | 1.000
leadership style

2 | (Constant) 1.762 .226 7.811 | .000
Transformational 159 .082 118 | 1.946 | .052 702 | 1.424
leadership style
Transactional -.002 .065 -.002 | -.037 | .970 702 | 1.424
leadership style

3 | (Constant) 1.749 239 7.309 | .000
Transformational 163 .085 121 | 1.908 | .057 .643 | 1.555
leadership style
Transactional .008 .090 .007 | .089 | .929 .361 | 2.769
leadership style
Laissez-Faire -011 .067 -.014 | -.165 | .869 .341 | 2.933
Leadership style

a. Dependent Variable: Action8; Developed/utilized a network
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Gained leadership experience outside education as an outcome

Table (4-35) shows the summaries of three models. R-square (0.014), the
percentage of the response variable variation that is explained by a linear model, is
best for model one. The model explains only 1.4% of the variability of the response

data around its mean.

Table 4.35: The Model Summary of three models.

Adjusted Std. Change Statistics
R R Square Error of R F dfy df2 Sig. F
R Square the Square Change Change
Model Estimate | Change
1 1162 .014 011 430 .014 5.294 1 385 .022
2 116° .014 .008 431 .000 .001 1 384 970
3 117¢ 014 .006 431 .000 .027 1 383 .869

a. The Predictors: (Constant), Transformational leadership style
b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style

c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,
Laissez-Faire Leadership style

Table (4-36) shows the coefficients of the predictors in each model. Reading
model one, it find that only transformational leadership style is a significant predictor
of women gaining leadership experience outside education. Its coefficient is (0.157).
It is a weak predictor of this action.

Table 4.36: Coefficients?

Unstandardized | Standardized t Sig. Collinearity
Model Coefficients Coefficients Statistics
B Std. Beta Tolerance | VIF
Error

1 (Constant) 1.759 214 8.233 | .000
Transformational 157 .068 116 2.301 | .022 1.000 1.000
leadership style

2 | (Constant) 1.762 226 7.811 | .000
Transformational 159 .082 118 1.946 | .052 .702 1.424
leadership style
Transactional -.002 .065 -.002 -.037 | .970 .702 1.424
leadership style

3 | (Constant) 1.749 .239 7.309 | .000
Transformational 163 .085 121 1.908 | .057 .643 1.555
leadership style
Transactional .008 .090 .007 .089 | .929 361 2.769
leadership style
Laissez-Faire -.011 .067 -.014 -.165 | .869 341 2.933
Leadership style

a. Dependent Variable: Action 9; gaining leadership experience outside education
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Leadership styles and degree of difficulty of personal barriers

Regression analysis is used to test leaner relationships of leadership styles as
predictors of the degree of difficulty of personal barriers that women face in reaching
superintendence. Based on tests of correlations and relevance to work place, five
barriers were identified. Because only the five barriers are related to the work
environment in terms of meaning. They are; Lack of employment opportunity,

Gender discrimination, Lack of peer/collegial support, Racial/ ethnic
discriminations and Personal lack of tenacity. Only the Transformational leadership
style isa significant predictor of the above barriers. This gives support to hypothesis
number 5; there is a relationship between the leadership styles and barriers that
women face in reaching superintendence.

Lack of employment opportunity as an outcome

Table (4-37) shows summaries of three models. R-square (0.015), the percentage
of the response variable variation that is explained by a linear model, is best for model

one. The model explains only 1.5% of the variability of the response data around its

mean.
Table 4.37: The model summary.
Model R R Adjusted | Std. Error Change Statistics
Square | RSguare | of the R F dft | df2 | sig.F
Estimate Squar Change Change
Change
1 1238 .015 013 .893 .015 5.937 385 .015
2 .130° .017 .012 .894 .002 .686 384 408
3 .138¢ .019 011 .894 .002 .870 383 .352

a. The Predictors: (Constant), Transformational leadership style

b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style

c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,

Laissez-Faire Leadership style

Table (4-38) shows coefficients of the predictors in each model. Reading model
one, it find that only the transformational leadership style is a significant predictor of
women facing the barrier of Lack of employment opportunity in reaching
superintendence. Its coefficient is (-0.345).
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Table 4.38: Coefficients.?

Model Unstandardized | Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Tolerance | VIF
Error
1 (Constant) 3.060 444 6.896 .000
Transformational -.345 142 -123 | -2.437| .015 1.000 | 1.000
leadership style
2 | (Constant) 2.937 468 6.276 | .000
Transformational -422 .169 -151 | -2.493 | .013 .702 1.424
leadership style
Transactional JA11 134 .050 | .828 408 .702 1.424
leadership style
3 | (Constant) 3.090 496 6.231 | .000
Transformational -470 A77 -.168 | -2.656 | .008 .643 1.555
leadership style
Transactional -.011 187 -.005| -.056 | .955 .361 2.769
leadership style
Laissez-Faire 130 139 .081 | .933 .352 341 2.933
Leadership style

a. Dependent Variable: Barriers Degree of Difficulty2: Lack of employment opportunity

Gender discrimination as an outcome

Table (4-39) shows the summaries of three models. R-square (0.015), the
percentage of the response variable variation that is explained by a linear model, is
best for model one. The model explains only 1.5% of the variability of the response

data around its mean.

Table 4.39: The model summary.

Model R R Adjusted Std. Change Statistics
Square R Error of R E af1 | afe Sig. F
Square the
. Square | Change Change
Estimate
Change

1 1232 .015 .013 .893 .015 5.937 385 .015
2 .130° 017 .012 .894 .002 .686 384 408
3 .138¢ .019 011 .894 .002 .870 383 .352

a. The Predictors: (Constant), The Transformational leadership style

b. The Predictors: (Constant), The Transformational leadership style, Transactional leadership
style

c. The Predictors: (Constant), The Transformational leadership style, Transactional leadership
style, Laissez-Faire Leadership style.
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Table (4-40) shows the coefficients of the predictors in each model. Reading
model one, it find that only the transformational leadership style is a significant
predictor of women facing the barrier of gender discrimination in reaching
superintendence. Its coefficient is (-0.345). Here is an inverse relationship if the

leadership of transformational leadership increases as gender discrimination decreases.

Table 4.40: Coefficients?

Unstandardized Standardized t Sig. Collinearity
Model Coefficients Coefficients Statistics
B Std. Beta Tolerance VIF
Error

1 | (Constant) 3.060 444 6.896 .000
Transformational -.345 142 -.123 -2.437 .015 1.000 1.000
leadership style

2 | (Constant) 2.937 468 6.276 .000
Transformational -.422 169 -.151 -2.493 .013 .702 1.424
leadership style
Transactional A11 134 .050 .828 408 702 1.424
leadership style

3 | (Constant) 3.090 496 6.231 .000
Transformational -470 177 -.168 -2.656 .008 .643 1.555
leadership style
Transactional -.011 .187 -.005 -.056 .955 .361 2.769
leadership style
Laissez-Faire 130 139 .081 .933 .352 341 2.933
Leadership style

a. Dependent Variable: Barriers Degree of Difficulty3; gender discrimination

Lack of peer/collegial support as an outcome
Table (4-41) shows summaries of three models. R-square (0.015), the percentage
of the response variable variation that is explained by a linear model, is best for model

one. The model explains only 1.5% of the variability of the response data around its

mean.
Table 4.41: The model summary of three models.
Model R R Adjusted Std. Change Statistics
Square | R Square | Errorof R E dft | df2 | Sig.F
the Square | Change Change
Estimate Change
1 1232 .015 .013 .893 .015 5.937 1| 385 .015
2 .130° .017 .012 .894 .002 .686 1| 384 408
3 .138¢ .019 011 .894 .002 .870 1| 383 .352
a. The Predictors: (Constant), Transformational leadership style
b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style
c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,
Laissez-Faire Leadership style
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Table (4-42) shows coefficients of the predictors in each model. Reading model
one, it find that only the transformational leadership style is a significant predictor of
women facing the barrier of Lack of peer/collegial support in reaching

superintendence. Its coefficient is (-0.345).

Table 4.42: Coefficients.?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 | (Constant) 3.060 444 6.896 | .000
Transformational -.345 142 -.123 -| .015
leadership style 2.437

2 | (Constant) 2.937 468 6.276 | .000
Transformational -422 .169 -.151 - | .013
leadership style 2.493
Transactional leadership A11 134 .050 .828 | .408
style

3 | (Constant) 3.090 496 6.231 | .000
Transformational -470 A77 -.168 - | .008
leadership style 2.656
Transactional leadership -.011 .187 -005 | -.056 | .955
style
Laissez-Faire Leadership 130 139 .081 933 | .352
style

a. Dependent Variable: Barriers Degree of Difficulty4: peer/collegial support

Racial/ ethnic discriminations as an outcome
Table (4-43) shows summaries of three models. R-square (0.015), the percentage
of the response variable variation that is explained by a linear model, is best for model

one. The model explains only 1.5% of the variability of the response data around its

mean.
Table 4.43: The model summary of three models.
Model R |R Adjusted | Std. Change Statistics
Square R Errorof | R F dft | df2 | Sig.F
Square the Square | Change Change
Estimate | Change

1 1232 .015 013 .893 .015 5.937 1] 385 .015
2 .130° 017 012 .894 .002 .686 1| 384 408
3 .138¢ 019 011 .894 .002 870 1] 383 .352
a. The Predictors: (Constant), Transformational leadership style
b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style
c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,
Laissez-Faire Leadership style
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Table (4-44) shows the coefficients of the predictors in each model. Reading

model one, it find that only the transformational leadership style is a significant

predictor of women facing the barrier of racial/ ethnic discriminations in reaching

superintendence. Its coefficient is (-0.345).

Table 4.44: Coefficients.?

Model Unstandardized | Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Tolerance | VIF
Error

1 (Constant) 3.060 444 6.896 | .000
Transformational -.345 142 -.123 - | .015 1.000 | 1.000
leadership style 2.437

2 | (Constant) 2.937 468 6.276 | .000
Transformational -.422 .169 -.151 -| .013 702 | 1.424
leadership style 2.493
Transactional 111 134 .050 | .828 | .408 702 | 1.424
leadership style

3 | (Constant) 3.090 496 6.231 | .000
Transformational -470 77 -.168 - | .008 .643 | 1.555
leadership style 2.656
Transactional -011 187 -.005 | -.056 | .955 .361 | 2.769
leadership style
Laissez-Faire 130 139 .081 | .933 | .352 341 | 2.933
Leadership style

a. Dependent Variable: Barriers Degree of Difficulty7: Racial/ ethnic discrimination

Personal lack of tenacity as an outcome

Table (4-45) shows summaries of three models. R-square (0.015), the

percentage of the response variable variation that is explained by a linear model, is

best for model one. The model explains only 1.5% of the variability of the response

data around its mean.

Table 4.45: Model summary of three models.

Model R R Adjusted | std. Change Statistics
Square R Error of R F dft | df2 Sig. F
Square the Square | Change Change
Estimate Change
1 1232 .015 .013 .893 .015 5.937 1 385 .015
2 130P .017 012 .894 .002 .686 1 384 408
3 .138°¢ .019 011 .894 .002 .870 383 .352
a. The Predictors: (Constant), Transformational leadership style
b. The Predictors: (Constant), Transformational leadership style, Transactional leadership style
c. The Predictors: (Constant), Transformational leadership style, Transactional leadership style,
Laissez-Faire Leadership style
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Table (4-46) shows coefficients of the predictors in each model. Reading model
one, it find that only the transformational leadership style is a significant predictor of
women facing the barrier of Personal lack of tenacity in reaching superintendence. Its
coefficient is (-0.345).

Table 4.46: Coefficients.2

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
1 (Constant) 3.060 444 6.896 .000
Transformational -.345 142 -123 | -2.437 .015
leadership style
2 (Constant) 2.937 468 6.276 .000
Transformational -422 169 -151 | -2.493 .013
leadership style
Transactional JA11 134 .050 .828 408
leadership style
3 (Constant) 3.090 496 6.231 .000
Transformational -470 77 -.168 | -2.656 .008
leadership style
Transactional -.011 .187 -.005 -.056 .955
leadership style
Laissez-Faire 130 139 .081 .933 .352
Leadership style
a. Dependent Variable: Barriers Degree of Difficulty8: Personal lack of tenacity

4.3.5 Discussion

1. The Descriptive Statistics Analysis:

In the table (4-2) frequencies for age groups most responses were split between
first age group (25 to 35) and the second (36 to 45) This means that a sample of the
questionnaire is not in the third age group (46 and above).

In the table (4-3) the frequencies for Level of Education groups, 47% of subjects
had higher education and 40.6% are at Master and above level. This is an indication of
a high level of qualifications achieved by these women, this means that the sample of
women is a little included in the third group, namely Diploma level and below by

12.4%, there is evidence of educated Libyan women with high qualifications.

91



In the table (4-4) the frequencies for Years of Experience groups, 54.8% of
subjects fall into the Years of Experience group less than 5 years of Experience, 30.2%
had work experience between 5 and 15 years and only 15% had Years of Experience
above 15 years. This indicates that a high majority of working women are still in their
early years of Experience.

In the table (4-5) the frequencies for Supervisory Status, only 14% of women
have worked as a Supervisor. 86% of women did not work as a supervisor. This
indicates a low share for working women in the management jobs, that is, the
percentage of women who worked as supervisors is very weak. This means that there
are real barriers that prevent women from holding leadership positions.

In the table (4-6) most responses were split between first group (Single) and
second (Married) this means that a sample of the questionnaire is not in the third group
(Widow/Divorced), This result shows from opinion's researcher that there is no
obstacle to reaching leadership positions because their personal lives are stable and
calm.

In the table (4-7) the frequencies for a number of children groups it found 86.3%
of women have two or more children an indicator of high family demands among
sample subjects; a large number of children is possible to prevent women from leading
positions due to a large number of responsibilities.

In the table (4-8), Cases were summarized for identifying barriers that existed in
the field of education. Most barriers achieved 85% of the answer that they are barriers
in reaching superintendence; therefore, no barrier was excluded from the analysis, this
means that there are real barriers facing women in her work environment. With a note
that the frequency of responses in the same number rarely occurs in studies. The reason
is due to a logical analysis by the researcher that the selected sample of the same
culture and habits in the same workplace as teachers, they face the same barriers.
Another logical reason is that most women said that they did not work as supervisors
that mean they suffer from the same barriers.

2. Group differences based on demographic factors:

In the table (4-9), there is no variability between women's groups based on age
and Personal Barriers (degree of Difficulty) and Personal Characteristics. Actions 7, 8
and 9 show significant t test (a=0.05) which indicate that women vary on these actions

according to their age group.
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In the table, (4-10) shows there is no variability between women groups based
on the level of education and Personal Barriers (degree of Difficulty) and Personal
Characteristics. Action 4 shows a significant f test (a=0.05) it found sig.003 which
indicate that women vary on identifying and maintaining sponsors according to their
level of education group.

In the table (4-11) According to ANOVA test the significance of the f tests
performed (0=0.05), there is no variability between women groups based on Years of
Experience and Personal Barriers (degree of Difficulty) and Personal Characteristics.
Action 4 shows a significant f test (¢=0.05) which indicate that women vary on
identifying and maintaining sponsors according to their Years of Experience level
group.

In the table (4-12) the results of the t test perform med (¢=0.05), there is no
variability between women groups based on Supervisory Status and Personal Barriers
(degree of Difficulty), Personal Characteristics and all influential Actions.

In the table (4-13) according to the significance of the t test performed (0=0.05),
there is no variability between women groups based on Marital Status and Personal
Characteristics and all influential Actions except action. Action 5 (Consistently
evaluated personal strengths) shows a significant t test (0=0.05) which indicates that
women vary on their evaluation of personal strengths on the basis of their Marital
Status.

In the table (4-14) According to the significance of the f tests performed
(0=0.05), there is no variability between women's groups based on the number of
children and Personal Characteristics. Influential Actions 2 and 5 are Action 5
(Reliediof flexible goals), (Consistently evaluated personal strengths) show a
significant ftest (0=0.05) which indicate that women vary in their reliance on flexible
goals and their evaluation of personal strengths on the basis of their number of
children.

3. Correlations:

In the table (4-15), there were no significant correlations to support hypothesis
number 2. This means there is no statistically significant relationship between the
personal barriers and use of the actions by females seeking superintendence positions.

In the table (4-16), two positive correlations found, the first is between personal

characteristics and action 5 (Consistently evaluated personal strengths), the second is
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between personal characteristics and action 6 (Became more visible professionally).
The correlations are 0.146 and 0.102 respectively. These results give partial support to
hypothesis number 3.

In the table (4-17) the highest correlation is the positive relationship (0.267)
between transactional leadership style and action 3 (Attended seminars in career
planning). Laissez-Faire Leadership style was positively related to the action 3 and
the negatively related to action 4. These results indicate a mixture

Of leadership styles is available in the educational environment without any
dominance to any one of them.

In the table (4-18) there are negative correlations (-0.123 for 6 barriers) between
the Transformational Leadership style and the barriers there is a relationship between
the Transformational Leadership style and Lack of employment opportunity, gender
discrimination, Lack of peer/collegial support, racial/ ethnic discriminations and
Personal lack of tenacity. This means as the leadership style becomes more
transformational these barriers’ degree of difficulty decreases. There is also an
opposite relationship between the style of transformational leadership and barriers, ie,
whenever transformational leadership is adopted as a style in workplace whenever
there is a lack of barriers this conclusion is consistent with the nature of
transformational leadership.

4. Regression Analysis:

a) Personal characteristics and influential actions in reaching superintendence.

In the table (4-19) and based on the significant correlations obtained between
personal characteristics and these two variables. These actions are; consistently
evaluating personal strengths and becoming more visible professionally. There is a
relationship between the personal characteristics and use of actions.

b) Leadership styles and influential actions in reaching superintendence.

Based on the significant correlations obtained between leadership styles and
actions. Therefore, three regression models are tested for each action to find out the
best fitting model in each case from the table (4-23) to a table (4-36) those tables show
the summaries of three models include (The Transactional leadership style, The
Laissez-Faire Leadership style, The Transformational leadership style) It was found
that most of the results obtained indicate that the work environment follows the second

model, which includes (The Transactional leadership style, The Laissez-Faire
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Leadership style) the result is logical in Libyan fact.

c) Leadership styles and degree of difficulty of personal barriers

Based on tests of correlations and relevance to work place, five barriers were
identified. Because only the five barriers are related to the work environment in terms
of meaning. There is a relationship between the leadership styles and barriers that
women face in reaching superintendence.

From the table (4-37) to a table (4-46) the coefficients of the predictors in each
model. Reading model one, it finds that only the transformational leadership style is a
significant predictor of a woman facing the barriers this means there is an inverse
relationship if the leadership of transformational leadership increase in the work place

the barriers will decrease.

4.4 The Most Important Results Of Study

This part of the thesis presents all the results that have been reached

1. The findings of this research have indicated that women seeking
superintendence identified eight barriers. These barriers achieved at least 85% of the
answer that they are barriers in reaching superintendence.

2. Age of most leading women was in the range for age groups, 52.2% of
subjects fall into the age group 25 to 35 years old, 47.8% are between 36 and 45 years
old. This indicates a younger generation in working women is the trend in population
between 36 and 45 years and most of them having higher and specialized education
qualifications and this goes parallel with previous studies made in this respect which
ascertain that such an age level provides the vocational experience and the ability to
bear the responsibilities of leading posts for women. The majority of the research
samples were married women, and this represents a burden in the path to reach leading
posts due to the familial commitments that affect women aiming such goals.

3. There was variability between women groups towards Personal Barriers
(degree of Difficulty), Personal Characteristics and influential Actions based on age,
education level, tenor, supervisory status, marital status and number of children. The
results showed most confirmation of women leaders the importance of traits and
characteristics [personal, organizational, ethical and social] among women who held
leadership positions, which support and promote adequacy and achievement.

4. There were no significant correlations between personal barriers and the use

95



of actions by females seeking superintendence positions. Also, The study also showed
that the social problems had an effective role in leading women, for society has, in
general, a stereotyped opinion on working women arising from creeds and tradition
which approves the discrimination between men and women in addition to men fear
that women might compete with them in holding such leading posts. All this narrows
down the chances that women can take role easily in holding leading posts.

5. There were partial significant correlations between personal characteristics
and the use of actions by females seeking superintendence positions.

6. There were partial significant correlations between leadership style and the
use of actions by females seeking superintendence positions.

7. There were a partial significant the correlations between leadership style and
the Personal Barriers (degree of Difficulty) facing females seeking superintendence
Positions. As for the results of the influence of the Personal Problems relating to
women themselves, which might hinder their attempts to hold leading posts, are latent
in the familial circumstances and the house commitments that the husband puts on her
burden, in addition to lack of self-confidence as a result of the (male social raising)
that opens the doors wide for males and females to tangle the life arena which enhances
the males' self-confidence, in addition to the fears of the families regarding females

makes women always afraid of failure that shall confront her in work life.

4.4.1 Comparison Between Results Of The Present Study And Previous
Studies

This part of the thesis presents by comparing this study with other studies. The
findings are consistent with the conclusion of the (The Inter Parliamentary Union,
1999a) that barriers to access women to in leadership positions. Therefore, there is not
much improvements and progress for women empowerment and enhancement in
higher-level leadership over the last three decades. It was found that although there is
a similarity between this thesis, those studies there are also some differences
summarize the outcomes of the comparison between this thesis, and another studies
consequently, this study has discovered different findings. There are a number of
reasons for this outcome.

Firstly, it might be due to the fact that the five studies were conducted in
succession in which are Hander (2000), Al-Ssapa- (2001), Altabeb (2004) and Al-
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Fakeh (2006), (Hanan Muammer Alabani, 2010) whereas the current thesis is the most
recent being in 2017 secondly, is the methodology, where the other studies are based
on a qualitative approach and interviews as the main instrument and the questionnaire
as extra instrument. They relied on statistical analysis, whilst the current thesis is based
on distributed questionnaires as the main instrument. This thesis is analyzed using the
questionnaire as a technique, and it showed many real results. These results illustrate
the reasons for their answers and provide a clear picture of women leaders in senior
roles from their experiences and perspectives. In addition, the previous studies study
women leaders at a middle level, for example, a department head and a school
headmaster (Hander, 2000), In addition (Al-Tabeb, 2004). Even those who deal with
managers (Al-Ssapa, 2001), and (AlFakeh, 2006) are in companies and not in such a
ministry, as those leaders in the middle level. Given the situation and men’s attitudes,
it might be felt that the fear of talking About the details, especially as they know their
answers are going to be published might cause the findings of those studies to be less
accurate than the current thesis. The present thesis has focused on women who are in
a senior position who are decision makers. The Ministries

Have responsibilities for many organizations and schools; thereby the groups of
women in this thesis have a strong impact on other organizations. In addition, the
outcome of the current thesis is similar to AL-Fakeh, (2006) as she found the efficiency
of a woman manager and the obstacles, which faced them in seeking to reach
leadership positions, is due to traditions in Libyan culture. The current thesis is in line
with AiSapa (2001) who found that the biases of gender issues are still a Problem for
women leaders.

In the current thesis, it is found that women suffer from all the barriers that
prevent them from reaching leadership positions without prejudice to a particular
barrier this finding is different with the Sumerra Taj 2016 study, which found that
women vary in their degree of difficulty to the same barriers, which used in the two
studies. However, these two studies (current and Sumira Taj) agree with the same
degree of importance to the personal characteristics of the leader and the use of
procedures by women that help them overcome barriers.

In addition, the current study differs with other studies in determining the
relations between leadership styles and both barriers and actions in the work

environment, while previous studies did not address such a measure was it found in
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the current study that leadership styles have a correlation to emerging barriers in the
work environment, as well as a correlation between leadership styles and help women
in the use of measures to overcome barriers

The study found that leadership styles are associated with the emergence of
barriers in the work environment, as well as a link between leadership styles and help

women to use actions to overcome the barriers of the work environment.
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CHAPTER FIVE

CONCLUSION AND SUGGESTIONS

5.1 Conclusion

This thesis set out to study women's possibilities in management in Libya and
what makes a woman succeed in work life (Characteristics to be a good leader). The
idea of the thesis was based on the observation that women are still underrepresented
in leadership positions, even though Libyan women are well educated.

The aim of this quantitative study was to discover and understand the
experiences, challenges, and barriers, which women encounter while aspiring, seeking,
and serving in high-level leadership positions in Libya and to identify the actions that
they employed in overcoming those challenges, this researchi explored women
superintendents’ perceived barriersi through a quantitative approach and the
quantitative approach, which used in this thesis is the Participant Questionnaire in
Libya for collecting data on a larger scale and to validate the participant questionnaire
in Libya and 387 teachers participated in Complete the questionnaire, in addition it
used iMultifactor Leadership iQuestionnaire (MLQ, X5), for measure leadership styles
and the aim of the thesis was also to find the best ways to promote female leadership
and the importance of having women in a high level of management as well. The lack
of research studies and the ignoring of some researchers to do such a kind of research
on women's issues, May serve as a motive for future researchers rather than as a
deterrent to negative concerns. It is important for Libyan society, where there is a gap
regarding the knowledge about Libyan women's leaders, to explore the difficulties that
they face from the point of view of females in reaching their first leadership positions

superintendence.
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In conclusion, the work of this research highlighted the most important issue for
working women in Libyan society; in addition, the study gave also an opportunity and
a voice to the working Libyan woman in the Ministry of Education to identify the most

difficult barriers facing them in reaching leadership positions.

The publication of this research will serve as an awareness of the responsible
bodies and will help women overcome all the challenges that prevent them from
accessing supervisory places as leaders by following a suitable leadership style for
women and the use of those measures proposed by female educational managers as
solutions to overcome all obstacles in their workplace. By analyzing the results, It is
found that there are several barriers which women might be experiencing In the
Ministry of Education in Libya from Lack of family support, Lack of employment
opportunity, Gender discrimination, Lack of peer/collegial support, Familial
responsibilities, Lack of self-confidence, Racial/ ethnic discrimination and Personal
lack of tenacity In contrast, the majority of women working In the Libyan Ministry of
Education have high educational qualifications and have personal characteristics that
qualify them to be successful leaders, in addition, it was found that the work
environment follows two styles of leadership (The Transactional Leadership Style,
The Laissez-Faire Leadership Style), the result is logical from the point of view of the
researcher because it matches the Libyan working environment using the two styles,
in Libyan fact, more than the third style of leadership is the transformational leadership
it also matches with problem and the importance of research, which helped in the
emergence of barriers that hinder workers women in the pursuit of leadership positions
in the work environment, therefore, it is better for the working environment (the
Libyan Ministry of Education) to, follows style of Transformational leadership in
dealing with its staff according to the nature of this type of leadership as participatory,
motivational and communicative by following transformational leadership, Women
can reduce difficulties and barriers in leadership positions and from any problems

possible arise.

5.2 Suggestions

Since there are many barriers in this study, the researcher has some suggestions
for the future.

1. Based on those eight barriers that were found from Lack of family support,
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Lack of self-confidence, Lack of peer/collegial support and Racial/ ethnic
discrimination it suggest the following: Giving more attention and care to the
successful attempts made by women administrative leaders currently existing
in various posts on the consideration that such success is pioneer proof of the
ability of Libyan women and her success in various fields of work, in order
to improve their self-confidence and their latent abilities and qualifications,
and to entice their aspirations to reach such posts, and this, in turn, shall
attract the attention society especially those administrative from men
(collegial) in various positions of family (the husband, father, and brothers)
to the importance of the woman and that she is not anyway less than men,
because she is successful and able to achieve the commitments required when
holding leading posts.

. As for the lack of job opportunities and gender discrimination, the researcher
suggested To provide fair work chances and opportunities for working
women with the men in cases of having the required qualifications, and
experience. To hold the leading administrative posts and not to discriminate
women in this respect. In favor of men, but to adopt the rational basis in the
choice.

. To ease the family responsibilities the researcher suggested consideration to
provide the atmosphere and requirements that give relief to women from the
housekeeping burdens to be able to perform her work, through the provision
of adequate babysitting and kinder garden facilities as well as an
understanding of men to her work and assist her to relieve her of such
anxieties.

. Building on above outlined, it is very important to adopt the policy to attract
and support women in leading administrative posts and to encourage them to
continue achieving their ambitions and help them to how transaction with
Racial / ethnic discrimination.

. As the for personal lack of tenacity the researcher suggested make leading
women be aware of the general culture and special knowledge and to widen
awareness of things by means of continued reading of modern books and the
scientific magazines and specialty articles and to look into the modern

scientific achievement in various fields aiming to develop new dimensions
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that go beyond mere knowledge and vocational rank to the development of
skills and motives and to adjust behavior types and performance and trust
how to deal with colleagues.

. Promotion of young women's qualifications promising to hold leading posts
in the future, and to pave the paths for them to flaunt their talents, powers and
work to enhance their skills to be able to perform their duties properly in the
future.

. It is recommended working to increase annual surveys of women working in
different sectors it will be helpful for future and define the leading posts in
such sectors and to verify the ratios of women holding leading posts therein.
In order to follow up the progress of leading women and what specialty fields
they occupy, by means of building up a database of information and statistics
related to working women and their positions with special care to leading
women. Finally, use a suitable style of leadership in the work place to avoid

any barrier.
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Appendix-A: The Participant Questionnaire

First: Demographic Data

1. Age
25-35 36-45 46 and above

2. Level of Education
Diploma level and below High Education Master and above

3. Years of Experience
Less than 5 years 5 to 15 years above 15 years

4. Supervisory status
A supervisor  Has no supervisory work

5. Marital status
Single Married ~ Widow/Divorced

6. Number of children
No children  only one child Two or more children

111



Second: GAINING ACCESS TO MANAGEMENT POSITION

A. Barriers: The following is a list of barriers commonly identified by female
Administrators who have aspired to become superintendents. For each, indicate
whether the barrier existed for you. Do this by placing a check mark on the
appropriate line.

Perceived Barrier Personal Experience

Definitely a barrier for me Not a barrier for me

1.1 Lack of family support

1.2 Lack of employment opportunity

1.3 Gender discrimination

1.4 Lack of peer/collegial isupport

1.5 Familial responsibilities such as raising children, Taking care of parents or
siblings

1.6 Lack of self-confidence

1.7 Racial/ ethnici discrimination

1.8 Personal lack of tenacity
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This item contains the same possible barriers listed in the previous question. For those items
you have identified as personal barriers, indicate the degree of Difficulty you had in
overcoming each barrier. Place a check mark on the appropriate line to indicate your
response.

Perceived Degree of Difficulty

None Modest Severe

2.1 Lack of family support

2.2 Lack of employment opportunity

2.3 Gender discrimination

2.4 Lack ofi peer/collegial support

2.5 Familiali responsibilities such as raising children, Taking care of parents or siblings

2.6 Lack of self-confidence

2.7 Racial/ethnic discrimination

2.8 Personal lack of tenacity
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B. Personal Characteristics: The following is a list of personal characteristics,
which have been identified by female superintendents as positive career tactics. For
each characteristic, indicate by placing a check mark on the appropriate line the
perceived level of importance of this characteristic in your reaching the
superintendence.

Personal Characteristic Level of Importance
Not at all important moderately important extremely important

3.1 Philosophy of education, (Your beliefs about education).

3.2 Being a woman

3.3 Human interaction skills

3.4 Planning skills

3.5 Organizational skills

3.6 Philosophy of administration (What administrationi means to you?)

3.7 Philosophical compatibility with The higher management

3.8 Support of influential references

3.9 Quantity of teaching experience

3.10 Quality of teaching experience

3.11 Quantity of administrative experience

3.12 Quality of administrative experience

3.13 Being an effective manager (i.e. knowing how to do things)

3.14 Being an effective leader (i.e. knowing what to do)

3.15 Having an earned doctorate

3.16 Personal appearance

3.17 Understanding politics

3.18 Ability to delegate

3.19 Self-confidence

3.20 Tenacity/ determination/ persistence

3.21 Flexibility
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C- Actions: The following is a list of actions identified by female superintendents
as influential in reaching superintendence. For each item, place a check mark on the
appropriate line to indicate the degree of influence personally experienced as you
ascended to the superintendence.

Actions Degree of Influence

No Influence Modest Influence Strong
Influence

4.1 ldentifiediand maintainedi mentor

4.2 Relied of flexible goals

4.3 Attended seminars in career planning

4.4 ldentified andimaintained sponsors

4.5 Consistently evaluated personal strengths

4.6 Became more visible professionally

4.7 Obtained support from family/ friends

4.8 Developed/utilized “new girl” network

4.9 Gained leadership experience outside education
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The multifactor Leadership questionnaire

(The Multifactor Leadership Questionnaire Leader Form, 5x, Short)

Third: The Leadership Style: To what extent do these statements apply to your
manager at the place where you work? Judge how the frequently each statement fits
the person you are describing?

1-Instills pride in me for being associated with her /him 10

(@ Notat all (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always

2- Acts in ways that builds my respect. 21

(@) Notatall (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always

3- Considers me as having different needs, abilities, and aspirations from others. 29

(@) Notat all (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always

4- Suggests new ways of looking at how to complete assignments 32

(@) Notatall (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always

5- Spends time teaching and coaching. 15

(@) Notat all (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always
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6- Makes clear what one can expect to receive when performance goals are achieved.
16

(@ Notatall (b) Once in a while (c) Sometimes

(d) Fairly often (e) Frequently, if not always

7- Focuses attention on irregularities, mistakes, exceptions, and deviations from

standards. 4

(@) Notat all (b) Once in a while (c) Sometimes (d)
Fairly often (e) Frequently, if not always

8- Fails to interfere until problems become serious. 3

(d) Notat all (b) Once in a while (c)  Sometimes

(d) Fairly often (e) Frequently, if not always

9- Avoids getting involved when important issues arise. 5

(@ Notatall (b) Once ina while (c) Sometimes

(d) Fairly often (e) Frequently, if not always
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Appendix-B: Arabic Participant Questionnaire
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Appendix-C: Descriptive

Table (A) Group Statistics Age as a variability Factor
Age N Mean Std., Std. ,Error
Deviation Mean
Barriers Degree 2510 35 202 2.1726 69242 .04872
of Difficulty 36 to 45 185 2.2750 .68748 .05054
Personal 2510 35 202 2.7848 21095 01484
Characteristics 36 to 45 185 2.8080 .19877 .01461
Actionl 2510 35 202 2.87 .336 024
36 to 45 185 2.87 .337 .025
Action2 2510 35 202 2.56 497 .035
36 to 45 185 2.60 491 .036
Action3 2510 35 202 2.90 299 021
36 to 45 185 2.90 297 022
Action4 2510 35 202 2.79 407 .029
36 to 45 185 2.82 .384 .028
Action5 2510 35 202 2.89 312 022
36 to 45 185 2.92 .265 .019
Action6 2510 35 202 2.63 484 034
36 to 45 185 2.64 480 .035
Action7 2510 35 202 2.29 456 .032
36 to 45 185 2.20 401 .029
Action8 2510 35 202 2.29 456 .032
36 to 45 185 2.20 401 .029
Action9 2510 35 202 2.29 456 .032
36 to 45 185 2.20 401 .029
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Table (B) Descriptive for Personal Barriers (degree of Difficulty), Personal

Characteristics and influential Actions according to each education level group

N Mean Std. Std. 95%, Confidence Minimum | Maximum
Deviation Error Interval for Mean
Lower Upper
Bound Bound
Barri ers Gl 48 2.0859 .69341 .10009 1.8846 2.2873 1.25 3.00
DeQ !’ee Of G2 182 2.2603 .70305 .05211 2.1575 2.3631 1.25 3.00
Difficulty
G3 157 2.2182 .67521 .05389 2.1117 2.3246 1.25 3.00
Total 387 2.2216 .69107 .03513 2.1525 2.2906 1.25 3.00
Personal Gl 48 2.8095 .18793 .02712 2.7550 2.8641 2.48 3.00
CharaCte ristics G2 182 2.7878 .21039 .01560 2.7570 2.8186 2.38 3.00
G3 157 2.8010 .20521 .01638 2.7687 2.8334 2.38 3.00
Total 387 2.7959 .20528 .01043 2.7753 2.8164 2.38 3.00
Actionl Gl 48 2.92 .279 .040 2.84 3.00 2 3
G2 182 2.88 .320 .024 2.84 2.93 2 3
G3 157 2.84 .367 .029 2.78 2.90 2 3
Total 387 2.87 .336 .017 2.84 2.90 2 3
ACti0n2 Gl 48 254 .504 .073 2.40 2.69 2 3
G2 182 2.60 491 .036 2.53 2.67 2 3
G3 157 2.57 496 .040 2.50 2.65 2 3
Total 387 2.58 .494 .025 2.53 2.63 2 3
Action3 Secondary and 48 2.98 144 .021 294 3.02 2 3
below
Higher Education 182 2.90 .299 .022 2.86 2.94 2 3
Master and above 157 2.88 .327 .026 2.83 2.93 2 3
Total 387 2.90 .298 .015 2.87 2.93 2 3
Action4 Secondary and 48 2.63 489 .071 2.48 277 2 3
below
Higher Education 182 2.82 .382 .028 2,77 2.88 2 3
Master and above 157 2.84 .367 .029 2.78 2.90 2 3
Total 387 2.81 .396 .020 277 2.85 2 3
Action5 Secondary and 48 2.85 .357 .051 275 2.96 2 3
below
Higher Education 182 291 .284 .021 2.87 2.95 2 3
Master and above 157 2.92 .276 .022 2.87 2.96 2 3
Total 387 291 .291 .015 2.88 2.94 2 3
Action6 Secondary and 48 2.65 483 .070 251 2.79 2 3
below
Higher Education 182 2.63 .485 .036 2.56 2.70 2 3
Master and above 157 2.64 .481 .038 2.57 2.72 2 3
Total 387 2.64 482 .024 2.59 2.68 2 3
Action? Secondary and 48 2.27 449 .065 2.14 2.40 2 3
below
Higher Education 182 2.25 433 .032 218 231 2 3
Master and above 157 2.24 430 .034 217 231 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action8 Secondary and 48 2.27 449 .065 214 2.40 2 3
below
Higher Education 182 2.25 433 .032 2.18 231 2 3
Master and above 157 2.24 430 .034 217 231 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action9 Secondary and 48 2.27 449 .065 214 2.40 2 3
below
Higher Education 182 2.25 .433 .032 218 231 2 3
Master and above 157 2.24 .430 .034 2.17 231 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
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Table (C) Descriptive for Personal Barriers (degree of Difficulty), Personal
Characteristics and influential Actions according to each tenor group

N Mean Std. Std. 95% , Confidence Mini | Maxim
Deviatio Error Interval for Mean mum um
n Lower Upper
Bound Bound
Less than 5 212 | 2.2264 .69445 | 04770 | 2.1324 | 23204 | 1.25 3.00
Barriers | Years
Stol5years | 117 | 2.2233 .68501 | .06333 | 2.0979 | 2.3487 | 1.25 3.00
Above 15 58 | 2.2004 70242 | .09223 | 2.0157 | 2.3851 | 1.25 3.00
Years
Total 387 | 2.2216 .69107 | .03513 | 2.1525 | 2.2906 | 1.25 3.00
Personal | Lessthan5 212 | 2.7940 .20495 | .01408 | 2.7663 | 2.8218 | 2.38 3.00
Characterist | y®ars
ics | Stolsyears | 117 | 2.8075 .20380 | .01884 | 2.7702 | 2.8448 | 2.38 3.00
Above 15 58 | 2.7791 21159 | .02778 | 2.7235 | 2.8348 | 2.38 3.00
Years
Total 387 | 2.7959 .20528 | .01043 | 2.7753 | 2.8164 | 2.38 3.00
Actionl | Lessthan 5 years 212 2.88 .323 .022 2.84 2.93 2 3
5 to 15 years 117 2.82 .385 .036 2.75 2.89 2 3
Above 15 Years 58 2.93 .256 .034 2.86 3.00 2 3
Total 387 2.87 .336 .017 2.84 2.90 2 3
Action2 | Lessthan5years | 212 2.60 491 .034 2.53 2.67 2 3
5 to 15 years 117 2.56 499 .046 2.46 2.65 2 3
Above 15 Years 58 2.57 .500 .066 2.44 2.70 2 3
Total 387 2.58 494 .025 2.53 2.63 2 3
Action3 | Lessthan5years | 212 291 .293 .020 2.87 2.95 2 3
5 to 15 years 117 291 .281 .026 2.86 2.97 2 3
Above 15 Years 58 2.86 .348 .046 2.77 2.95 2 3
Total 387 2.90 .298 .015 2.87 2.93 2 3
Action4 | Lessthan5years | 212 2.83 .380 .026 2.77 2.88 2 3
5 to 15 years 117 2.74 443 .041 2.65 2.82 2 3
Above 15 Years 58 2.88 .329 .043 2.79 2.97 2 3
Total 387 2.81 .396 .020 2.77 2.85 2 3
Action5 | Less than 5 years 212 2.92 272 .019 2.88 2.96 2 3
5 to 15 years 117 2.88 .326 .030 2.82 2.94 2 3
Above 15 Years 58 291 .283 .037 2.84 2.99 2 3
Total 387 291 201 .015 2.88 2.94 2 3
Action6 | Less than 5 years 212 2.64 482 .033 2.57 2.70 2 3
5 to 15 years 117 2.62 489 .045 2.53 2.70 2 3
Above 15 Years 58 2.67 473 .062 2.55 2.80 2 3
Total 387 2.64 482 .024 2.59 2.68 2 3
Action7 | Lessthan 5 years 212 2.25 431 .030 2.19 2.30 2 3
5 to 15 years 117 2.25 434 .040 2.17 2.33 2 3
Above 15 Years 58 2.26 442 .058 2.14 2.37 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action8 | Less than 5 years 212 2.25 431 .030 2.19 2.30 2 3
5 to 15 years 117 2.25 434 .040 2.17 2.33 2 3
Above 15 Years 58 2.26 442 .058 2.14 2.37 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action9 | Less than 5 years 212 2.25 431 .030 2.19 2.30 2 3
5 to 15 years 117 2.25 434 .040 2.17 2.33 2 3
Above 15 Years 58 2.26 442 .058 2.14 2.37 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
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Group Statistics Supervisory status as a variability factor

Supervisory Status N Mean Std. Std. Error
Deviation Mean
Barriers Degree of | Didn'twork as a 333 2.2098 .69822 .03826
Difficulty Supervisor
Worked as a 54 2.2940 .64663 .08800
Supervisor
Personal Didn't work as a 333 2.7938 .20700 .01134
Characteristics Supervisor
Worked as a 54 2.8086 .19568 .02663
Supervisor
Actionl Didn't work as a 333 2.87 339 .019
Supervisor
Worked as a 54 2.89 317 .043
Supervisor
Action2 Didn't work as a 333 2.59 493 .027
Supervisor
Worked as a 54 2.56 .502 .068
Supervisor
Action3 Didn't work as a 333 2.90 299 .016
Supervisor
Worked as a 54 291 .293 .040
Supervisor
Action4 Didn't work as a 333 2.80 404 .022
Supervisor
Worked as a 54 2.87 .339 .046
Supervisor
Actionb Didn't work as a 333 2.90 .295 .016
Supervisor
Worked as a 54 2.93 .264 .036
Supervisor
Action6 Didn't work as a 333 2.63 483 .026
Supervisor
Worked as a 54 2.65 482 .066
Supervisor
Action7 Didn't work as a 333 2.25 433 .024
Supervisor
Worked as a 54 2.24 432 .059
Supervisor
Action8 Didn't work as a 333 2.25 433 .024
Supervisor
Worked as a 54 2.24 432 .059
Supervisor
Action9 Didn't work as a 333 2.25 433 .024
Supervisor
Worked as a 54 2.24 432 .059
Supervisor
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Group Statistics Marital status as a variability factor

Marital N Mean Std. Std. Error
Status Deviation Mean
Barriers Degree of Single 28 1.3036 .09877 .01867
Difficulty

Married 359 2.2932 .66569 .03513

Personal Single 28 2.7534 .23510 .04443

Characteristics Married 359 2.7992 20277 .01070
Actionl Single 28 2.79 418 .079
Married 359 2.88 .328 .017

Action2 Single 28 2.71 460 .087
Married 359 2.57 496 .026

Action3 Single 28 2.86 .356 .067
Married 359 291 .293 .015

Action4 Single 28 2.89 315 .060
Married 359 2.80 401 .021

Actionb Single 28 3.00 .000 .000
Married 359 2.90 .301 .016

Action6 Single 28 2.54 .508 .096
Married 359 2.64 .480 .025

Action7 Single 28 2.14 .356 .067
Married 359 2.26 437 .023

Action8 Single 28 2.14 .356 .067
Married 359 2.26 437 .023

Action9 Single 28 2.14 .356 .067
Married 359 2.26 437 .023
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Table (D) Descriptive for Personal Barriers (degree of Difficulty), Personal
Characteristics and influential Actions according to each number of children

group
N Mean Std. Std. 95% C, onfidence | Mini | Maxi
Deviat | Error | Intervalfor Mean | my | mum
ion m
Lower | Upper
Bound | Bound
Barriers No Children 31 1.4677 .51838 .09310 1.2776 1.6579 1.25 3.00
One Child 22 25114 .50135 .10689 2.2891 2.7337 1.50 3.00
Two Children or more 334 2.2725 67267 .03681 2.2001 2.3449 1.50 3.00
Total 387 2.2216 .69107 .03513 2.1525 2.2906 1.25 3.00
Personal No Children 31 2.7558 .23320 .04188 2.6702 2.8413 2.43 3.00
(i.hara“e” One Child 22 | 2.8615 | .19546 | 04167 | 2.7748 | 29481 | 2.38 | 3.00
sties Two Children or more | 334 | 2.7953 | .20274 | .01100 | 2.7734 | 28171 | 238 | 3.00
Total 387 2.7959 .20528 .01043 2.7753 2.8164 2.38 3.00
Action1 | No Children 31 2.81 402 .072 2.66 2.95 2 3
One Child 22 2.82 .395 .084 2.64 2.99 2 3
Two Children or more 334 2.88 .325 .018 2.85 2.92 2 3
Total 387 2.87 .336 .017 2.84 2.90 2 3
Action2 | No Children 31 2.74 445 .080 2.58 291 2 3
One Child 22 2.77 429 .091 2.58 2.96 2 3
Two Children or more 334 2.55 498 .027 2.50 2.61 2 3
Total 387 2.58 494 .025 2.53 2.63 2 3
Action3 | No Children 31 2.87 341 .061 2.75 3.00 2 3
One Child 22 291 294 .063 2.78 3.04 2 3
Two Children or more 334 2.90 295 .016 2.87 2.94 2 3
Total 387 2.90 .298 .015 2.87 2.93 2 3
Action4 | No Children 31 2.90 301 .054 2.79 3.01 2 3
One Child 22 2.82 395 .084 2.64 2.99 2 3
Two Children or more 334 2.80 403 .022 2.75 2.84 2 3
Total 387 2.81 .396 .020 2.77 2.85 2 3
Action5 | No Children 31 3.00 .000 .000 3.00 3.00 3 3
One Child 22 3.00 .000 .000 3.00 3.00 3 3
Two Children or more 334 2.89 311 .017 2.86 2.93 2 3
Total 387 291 291 .015 2.88 2.94 2 3
Action6 | No Children 31 2.52 .508 .091 2.33 2.70 2 3
One Child 22 2.55 510 109 2.32 2.77 2 3
Two Children or more 334 2.65 ATT .026 2.60 2.70 2 3
Total 387 2.64 482 .024 2.59 2.68 2 3
Action7 | No Children 31 2.16 374 .067 2.02 2.30 2 3
One Child 22 2.14 351 .075 1.98 2.29 2 3
Two Children or more 334 2.26 441 .024 2.22 231 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action8 | No Children 31 2.16 374 .067 2.02 2.30 2 3
One Child 22 2.14 351 .075 1.98 2.29 2 3
Two Children or more 334 2.26 441 .024 2.22 231 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
Action9 | No Children 31 2.16 374 .067 2.02 2.30 2 3
One Child 22 2.14 351 .075 1.98 2.29 2 3
Two Children or more 334 2.26 441 .024 2.22 2.31 2 3
Total 387 2.25 432 .022 2.20 2.29 2 3
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