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Abstract - This is a qualitative study which determined how ten public elementary school heads managed to balance family 
and career life amidst humongous responsibilities at home and in school.  The participants included in the study were 
selected on the following criteria: (1) must have rendered at least 5 years as a school head; (2) married; and (3) with children. 
The ten respondents were selected through quota sampling. A semi-unstructured questionnaire, coupled with unstructured 
interview was the instrument used in gathering data. The researchers set an appointment with the researcher in data 
gathering. Findings revealed that the participants were motivated to apply for promotion from being a classroom teacher to 
becoming school heads through the encouragement of their former superiors; their desire to be an agent of inspiration; their 
feeling that they had a mission to fulfill. The participants enrolled in the graduate school to prepare them for the leadership 
role and they worked well with their co-teachers to gain their trust and respect. Moreover, findings revealed that school 
heads   were able to balance their family and career by seeking full support from their family and school stakeholders; 
delegating work responsibilities at home and in school; employing shared leadership at home and in school; time 
management; and multitasking.  Furthermore, challenges encountered by the participants in balancing family and career life 
were revealed. These were less quality time spent with family; self-care is the least priority; lack of material resources and 
linkage; failure to attain high parents’ support; and having  a soft-heart. 
Based on the findings, a framework to balance family and career life was developed to guide other women who are 
struggling to balance family and career and for those who are still aspiring to be one. 
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I. INTRODUCTION 

 
Women are often the ones who adjust their schedules 
and make compromises when the needs of the 
children and other family member collide with work 
despite efforts to forge gender equality (Parker, 
2015). This is especially felt when both husband and 
wife are employed. 
Ward and Eddy (2013) asserted that women actually 
lean back from the ladder of academic progress, 
promotion, and leadership because of a perception 
that advanced positions in academe are not open to 
women, and particularly women who hope to make 
time for a family or life beyond work. They 
concluded in their research that women represent half 
of beginning faculty members, but the pipeline begins 
to leak as the number of female associate professors 
dips to 42 percent. Half of the chief academic officers 
at community colleges are women, and 
approximately one-third of four-year colleges have 
women in that position. But 65 percent of them do 
not want or are not sure about seeking a presidency, 
and the predominant reason they give is that the 
nature of the work is unappealing. 
But the global clamor for gender equality is 
continuously increasing. The Philippine Constitution 
in fact, upholds the right of women to sectoral 
participation in national and local legislative bodies. 
Women dominate the civil service at the technical 
level (74%), but are still largely outnumbered by men 
in decision-making positions (35%). Women account 
for only 20 percent of total positions in the judiciary. 
In the 2004 elections, mean participation rate of 

women was 18.2 percent at the national and local 
levels of both executive and legislative bodies 
(United Nations Development Programme, 2013). 
However, in teaching, female leaders outnumber 
males. This is contrary to the global clamor for 
gender equality for underrepresentation of females in 
key positions. In Tarlac City Division for instance, 69 
school heads are females against 28 males. This is 
most likely because in the July 2010 statistics, there 
were more licensed female teachers than males and 
89.58% of the public elementary school teachers are 
females (Philippine Commission on Women, 2014). 
Howbeit, women leaders in school are faced with a 
dilemma of balancing family and career (Sudha & 
Karthikiyan, 2014; Santhi & Sundar, 2012). The 
conflict between work life and personal life may put 
forth conflicting demands from one another and the 
demands from both domains are equally important 
(Kumari & Devi, 2013). 
The implementation of the K to 12 Curriculum had 
added pressure to the school leaders because of the 
need to attend trainings on curriculum revamp, 
changes in pedagogy and modification of leadership 
strategies. They had to learn and multitask in a short 
time to bring about order in their respective schools 
amidst the confusion from the teachers, parents and 
other stakeholders. They need to be on top and 
decisive to ensure that the implementation of the new 
system of education is within the standards. 
On the other side, the women school heads also have 
families to manage. They have to ensure that 
household needs are met and their children are guided 
and directed. 
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This two-fold responsibility is enormous. It takes a 
vigorous, sharp and flexible personality to be able to 
put a balance between two huge responsibilities. 
This study then attempted to analyze how women 
school leaders strike a balance between family and 
career life. The findings led to the development of a 
model that will guide women leaders in the academe 
in balancing family and career. 
 
II. LITERATURE REVIEW 

 
In the study of Coleman (2003), he asserted that in 
the past, men outnumbered women as leaders in 
schools but it is no longer true today.  The number of 
women leaders in the academe is continually 
increasing. She conducted a study out of the 
observation that leadership role for women in London 
was subject to stereotyping. Her study concluded that 
the role of a secondary school leader was still seen as 
being naturally male, and that a woman in the role 
dealt with prejudice. Women who take on the role of 
principal were constantly dealing with the inherent 
contradiction of being in a powerful position, and at 
the same time not being what is expected. In short, 
despite domination of women leaders in school, they 
were still at a disadvantage because of stereotyping.  
One very important findings of the study favorable to 
women leadership was the tendency for them to be 
more caring and tolerant. The males claimed that they 
had to assume the leadership styles of women to 
improve relationships and gain trust and respect from 
their subordinates.  Majority of both men and women 
used “feminine” adjectives to describe their 
leadership styles which included “collaborative and 
people orientated leadership. 
In 2004, Brown identified the barriers to women 
educational leadership. The major findings were lack 
of family mobility, lack of opportunities to gain 
administrative experience, lack of professional 
networks, lack of mentors and the perception that 
women are not strong managers. The study concluded 
that women must actively and aggressively seek 
leadership experiences but they must be willing to 
make personal and family sacrifices. 
The conclusion in Brown’s study points to the 
realization that if women want to be school leaders, 
they have to forgo some aspects in their lives, to 
include time with families, that would hinder their 
career towards becoming school leaders. The present 
study also determined the challenges that women 
leaders had experienced and they indicated the need 
for them to bring home work to beat deadlines. 
Similarly, Marsh (2015) contended that due to the 
nature of roles of men and women, the responsibility 
of family caretaking often falls on women and this 
responsibility often affects the working lives of the 
women more than the men. Some women had to set 
aside career in favor of family. 
Crosby-Hillier (2012) also explored the experiences 
of current and aspiring women educational 

administrators. The study attempted to determine how 
gender had influenced and shaped their administrative 
experiences. Based on the findings, themes on work 
and family conflict, mentorship, women’s work 
relationship, and gender stereotypes were extracted. 
Female leaders expressed about their experience on 
conflict roles at home and in school. They related 
their difficulties in doing domestic roles. 
However, According to Klawe (2012), women who 
aspire to combine ambitious career with raising 
children are having a lot more success than were a 
generation ago. This was affirmed in the present 
study since findings showed that despite the multiple 
roles of the school heads, they were able to strike a 
balance between family and career. 
Delina and Raya (2013) shared the same view with 
Klawe in claiming that women had to work hard 
these days to make both ends meet. Unlike in the past 
when usually men were the ones who work while 
mothers stayed at home to manage the household. 
Compared to the male counterparts, females’ health is 
more affected when there are conflicts in work roles. 
Juggling responsibilities between family and work 
seriously affected the quality of lives of the females. 
Balaji (2014) likewise stressed that women have been 
gaining success as school leaders inspite all the 
stresses they undergo in workplace. The research 
recommended that management must develop a 
program that would address work-family conflict for 
women. Lakshmi & Gopinath (2013) also 
recommended that employers must work out schemes 
in order to avoid family conflict that lessens women 
productivity. Similarly, Matthew & Panchanatham 
(2011) recommended that human resource 
professionals, management consultants and 
academicians must deal with the dilemma of family-
work conflict that women encounter in the work 
place. 
While it is true that women leaders are increasing in 
any institution or company, researchers were 
conducted which revealed that compared to men, they 
are usually hit by pressures and problems. Elmuti, Jia 
& Davis (2009) revealed in the study they conducted 
in the United States  that 50% of women leaders had 
perceived barriers that prevented them to aspire 
higher positions which included discrimination, 
family-life demands, prejudice and stereo-typing.  
Women were perceived to be more sensitive  but 
were encouraging than men. 
 
III. RESEARCH OBJECTIVES 

 
Main Objective: This study determined how women 
leaders were able to strike a balance between family 
and career life. 
 
Specific Objectives: 
1) Determine the motivations of the respondents in 

aspiring for leadership in the academe. 
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2) Determine strategies in achieving school head 
position. 

3) Describe how the respondents balanced family 
and career responsibilities. 

4) Determine the challenges of the women leaders 
in balancing family and career life. 

5) Develop a model on how women can strike a 
balance between career and family life based on 
the findings of the study. 

 
IV. METHODOLOGY 

 
Research Design. The qualitative research design 
was used in this study. 
Research Locale. The research was conducted 
among the school heads of Tarlac City Schools 
Division. 
Research Respondents. There were 10 school heads 
selected as respondents via quota sampling. 
Respondents were selected based on the following 
criteria: (1) they had been a school heads for at least 5 
years during the data collection; (2) married; (3) and 
have children. 
Research Instrument. An open-ended questionnaire 
was developed to gather the data needed in attaining 
the objectives of the study.  It was coupled with 
interview to supplement the response in the 
questionnaire. 
Validation of the instrument. The instrument was 
subjected to validation from experts. 
Data Analysis. Thematic analysis was used in 
analyzing the data gathered in this study. It is the 
most common form of analysis in qualitative research 
(Foundation of Qualitative Research in Education, 
2010). It emphasizes pinpointing, examining, and 
recording patterns (or "themes") within data. Themes 
are patterns across data sets that are important to the 
description of a phenomenon and are associated to a 
specific research question. 
 
V. RESULTS AND DISCUSSIONS 

 
1. Motivations of the Respondents in Aspiring for 
Leadership in the Academe 
Actions are induced by motivations which can be 
intrinsic or extrinsic.  These actions are incited by a 
stimulus that sustains a person’s passion towards 
accomplishment of goals.  This study looked into the 
motives of the respondents in becoming school heads. 
 
To Put up with a Challenge 
One of the motivations of the respondents in aspiring 
for leadership is to put up with a challenge to be an 
agent of change. Most of the school heads confessed 
that they were encouraged by their former superior to 
prepare for their promotion. 
 
According to School Head 1: 
“At first, I did not aspire for a leadership position. 

My former superior encouraged me to become a 
school   head. From that time on, I welcomed the idea 
and started to prepare for my application.” 
Weisman (2016) propounded that there is enormous 
power in words.  Encouraging words can lift someone 
up and invigorate him to make decisions. This was 
affirmed in the findings of the study. Seven out of ten 
school heads expressed that they were motivated by 
their former superiors to strive towards promotion 
and they were able to put up with the challenge. 
 
To be an Agent of Inspiration 
Another motivation of the school heads is their desire 
to be an inspiration to others or their want to be a 
channel of blessing. 
 
School Head 3 maintained that: 
“I want to inspire people to perform at their best. 
I want to be a channel of blessings to others.” 
 
According to them, they felt that they are capable of 
influencing other teachers to perform their best under 
their leadership. They believed that they have the 
qualities that will kindle school stakeholders to be at 
their best. 
Self-efficacy is the belief in one’s effectiveness in 
performing tasks. This was theorized by Albert 
Bandura in 1986. In this theory, Bandura believes that 
“people who regard themselves as highly efficacious 
act, think, and feel differently from those who 
perceive themselves as in efficacious. They produce 
their own future their own future rather than simply 
foretell it.“ (Fritz, 2003) 
Some school heads were motivated to pursue 
promotion because they believed that they have the 
capability for leadership and through them, they 
would be able to arouse people to grow as well. This 
motivation propelled them to become school heads. 
 
To Fulfill a Mission 
Some of the school heads felt they have a mission to 
fulfill. They sensed that they were led to teaching to 
carry out a purpose which is to be an agent of change 
in the lives of teachers and students. 
 
School Head 5 contended: 
“I believe that this is my mission as a human being 
that I need to fulfill. I have a calling to be an agent of 
change .” 
According to Peterkin (2016), mission creates a 
powerful life. It is a guide in the decisions made and 
the directions one takes.  This was strongly supported 
in the findings of the study. The respondents worked 
hard to be promoted as school heads. 
 
2. Strategies in Achieving School Head Position 
Department Order No. 39, series of 2007 provided the 
guidelines and minimum qualification in becoming a 
school head. School heads are not just designated by 
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seniority or by appointment but in fulfilling the 
requirements (Department of Education, 2007). 
 
Continuing Education 
Most of the school heads had to prioritize enrolling in 
the graduate school. Despite piles of paper work and 
demanding lesson plan preparations, the respondents 
knew that they had to earn their graduate degrees to 
be promoted. 
 
School Head 5 said: 
“I enrolled in my master’s degree and pursued my 
doctorate degree afterwards in order to enrich my 
professional competence and leadership.” 
 
This was an acknowledgement that school heads were 
aware of the need to go back to school to acquire 
competence and develop their leadership abilities. 
Cook (2012) asserted that continuing education is 
essential to career success. 
 
Working Hard and being a Role Model 
Some school heads indicated that they worked hard to 
reach their ambition. They collaborated well with 
their co-teachers and gained their trust and respect. 
 
School Head 3 indicated: 
“I lived a life that is admirable to others. I wanted 
them to see me as a role model. I mingled with the 
teachers. “ 
 
According to Podesta (2015), good leaders are 
relationship builders, willing to serve others, 
trustworthy and act with integrity. These were the 
qualities that some of the school heads had shown 
even before they applied for promotion. 
 
3. Balancing Family and School Responsibilities 
School head respondents were all married and have 
children. This means that they have family 
responsibilities which may interfere with their 
leadership roles as what Epitropaki (2011) revealed in 
her study in Greece. Among other factors, the study 
found that family responsibilities turned out to be 
deterrent in participating actively in their workplace. 
Women mostly take a leave from work due to sick 
family members. Women are seen less dedicated to 
work because they are the ones who had to stay at 
home when both spouses are working. 
 
Multitasking 
According to most of the participants, they tried to 
separate work with family. However, when they were 
asked about their challenges as women leaders, they 
indicated the need for them to bring home work 
especially when there were deadlines. There seemed 
to be a contradicting response for some of the school 
heads about separating work and family. 
For example, School Head 4 said: 

“When I am at home, I focus my attention to my 
Family and when I am in school, I do my leadership 
roles. “ 
 
However, she claimed that she had to bring home 
some papers to beat deadlines in the latter part of the 
questionnaire. 
“I have to bring home some work to finish. I also 
need to attend trainings and seminars on weekends.” 
 
This indicates that school heads had wanted to be 
ideal in managing the home and school 
responsibilities by trying to set aside work when at 
home but in reality, they had to multitask at home and 
in school to be able to accomplish goals in both 
domains. 
This was corroborated by Parker (2015) when she 
mentioned that although there is an increase in 
women leaders in the academe today, they still bear 
the heavier burden when it comes to balancing family 
and work responsibilities. Women had to assume 
multiple roles at home and in school compared to 
men counterparts. 
 
Time Management/ Budgeting Time Wisely 
Dean (2016) propounded that women are good in 
budgeting than men. She said that although women 
are associated to shopping, they are actually very 
good in budgeting. The author goes in saying that 
infact, women are good in budgeting anything. That 
is why in the present study, some school heads 
claimed that they were able to balance responsibilities 
at home and in school due to effective time 
management. 
 
School Head 6 claimed: 
“I balance time wisely or I do time management.” 
 
In balancing time wisely, some of the participants 
expressed that they had to discern their priorities such 
that they accomplish important ones first before 
doing other commitments. Swain (2012) deemed that 
setting priorities allows one to practice time 
management effectively. The participants of the study 
were aware of the importance of time management. 
Their experience during their initial years in leading 
their respective schools had taught them to value time 
especially that they had to submit reports to the 
division office from time to time. 
 
Capitalizing on Family Support 
One interesting factor why two school heads were 
able balance family and career was the fact that their 
families fully supported them.  During the time that 
they had to work at home, the family members tried 
not to pressure them anymore with house chores. 
The Wharton School (2012) revealed those women 
leaders whose spouses were supportive and who 
splits house chores with her were more effective 
leaders. This was affirmed in the revelations of two 
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participants that they were able to handle school and 
family responsibilities because they had spouses who 
helped them in finishing house chores and who had 
not pressured them to drop school work to attend to 
family obligations. They understood the nature of the 
participants work as school leaders so they extended 
to them the support they need. 
Delegating Work 
Another key strategy that school heads expressed to 
be very beneficial in balancing their time with family 
and school is delegation of work. According to some 
school heads, at home, they have relatives or house 
helpers who take care of house chores and errands. 
Although other participants claimed that they were 
the ones who prepare the food for the family and 
personally tutored their children. 
In school, the participants declared that they tapped 
teachers who manifest leadership qualities. In cases 
when they had to be away from school for any 
reason, they assigned teachers to assume some of 
their leadership functions. 
 
School Head 7 maintained: 
“At home, I ask the members of my family to take 
care of house needs. In school, I ask teachers to do 
some work especially when I am away. I have 
assigned coordinators for certain areas in school 
operation and I rely on them to do their job well.” 
 
School Head 10 also answered: 
“I ask other teachers to help me with paper work 
especially during deadlines. I bank on young teachers 
who are techy to help me with reports. “ 
McKay &McKay (2010) presented the case of 
President Wilson who did not have a well-organized 
secretarial staff. He did far too much of the work 
himself reviewing and doing papers and documents 
that he should have largely delegated to his discreet 
aides. President Wilson had the inability to use 
people. MacKay & McKay holds his stand that 
leadership qualities mostly mentioned of boldness, 
resiliency, courage and determination but less of 
delegation. According to them, “the ability of wisely 
and effectively delegate is a quality far more quiet 
than others, and yet far more crucial to a leader’s 
success.” 
In this study, the participants had employed 
delegation to accomplish work at home and in school. 
The pressure of beating deadlines and managing 
home was largely reduced due to their sagacity in 
implementing the wisdom of delegation. 
 
Employing Shared Leadership 
Shared leadership at home and in school was another 
strategy that school heads used to keep a balance 
between work and family. 
 
School Head 9 revealed: 
“My husband and I help each other in taking care of 
family needs. When I am away, he takes charge and 

vice versa. In school, I empower my teachers to make 
decision. We work together. We meet to discuss 
school plans and their implementation. I do not work 
alone. 
I share the burden to my teachers and parents. Most 
of the time, they are there to help me.” 
 
In the study conducted by Mielonen (2011) on 
making sense of shared leadership, findings disclosed 
that when a team has an internal environment shaped 
by common values and norms well understood by the 
members in the team, a disciplined way of working 
with common agreements supported by an ability to 
manage conflicts, supported by equality and 
reciprocity, it is able to develop structure 
characterized by high levels of mutual influence and 
sharing of leadership abilities. 
In this study, school heads claimed that through 
collaboration, cooperation, collegiality, community 
and interdependence with school stakeholders, they 
were able to surpass the insurmountable work in their 
shoulders. At home, they were supported by their 
spouses and other family members. 
 
4. Challenges of the School Heads in Balancing 
Family and Career Life 
The work of the school head is gargantuan. While 
they were able to put up some balance between 
family and career life, they were not absolved with 
issues that challenged them to be more enduring. 
Self-Care Comes Last 
School heads disclosed that in balancing family and 
career life, they often ended up neglecting personal 
pampering. They were unable to prioritize self-care. 
School Head 4 expressed: 
“Oftentimes, I deliberately put my time for family 
and career above self-care. Sometimes, I have to 
sleep late or work on weekends. I do not have time to 
maintain my health. I only go to the doctor if I could 
no longer bear the physical discomfort.” 
Vanderkam (2015) underscored the importance of 
prioritizing self-care for women leaders. She 
highlighted the need for women to get enough sleep 
and exercise. In this study, however, most of the 
participants admitted that they mostly sacrifice their 
personal comforts to attend to family and school 
responsibilities. 
Shortened Quality Time for Family 
School heads conceded that balancing family and 
career entails spending less time to bond with their 
respective spouses and children. Although their 
families supported them in their career which had 
helped a lot in avoiding family conflicts, they were 
deprived of time to relax together. In fact, according 
to one of the participants, they even bring the family 
to help accomplish errands during school programs 
and activities. 
School Head 2 expressed: 
“We have limited time to be together in outings. 
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Sometimes, I even engage my family members to 
help me in school affairs. They do errands for me.” 
This indicates that school heads had to really divide 
their time for family and school work. It is a given 
fact that because of paper works, they could not avoid 
to postpone family time especially these days that 
everybody in the DepED is spending a lot of time to 
catch up with preparations and establish readiness in 
implementing major changes in the landscape of 
education. 
Lack of Material Support and Linkage 
Some school heads expressed the lack of material 
resource provision if all needed infrastructure and 
equipment had to be made available.  They claimed 
that they lacked linkage to seek resources. Although 
some heads expressed that there are private 
companies and foundation that provided them some 
support, other heads had scarce resources. 
Soft-Heart 
Three school heads had indicated that having soft-
heart sometimes led them to bad decisions. For 
example: 
School Head 8 said: 
“ There were times that some teachers were hard-
headed. They implemented activities or rules which 
were not consulted to me. I do not give them 
reprimand because I do not want them to develop 
grudge in me. Their actions caused some parents to 
question their decisions. But I easily forgive them. 
Sometimes teachers do them again because they did 
not receive discipline.” 
The participants acknowledged that they failed in 
giving stricter discipline. The American 
Psychological Association (2015) presented a 2003 
meta-analysis  study which showed the difference 
between men and women leadership traits. The 
tendency for women is to soften their approach while 
men were more autocratic. According to the study, 
this is advantageous in transformational leadership. 
However, in the present study, the school heads felt 
their soft-hearted trait had been abused by some of 
the teachers. 
5. Framework in Balancing Family and Career 
Life 

Based on the findings of the study, a framework is 
developed to help women leaders in educational 

institutions balance family and career Life 

 
Figure 1Model to Balance Family and Career Life 

The model suggests that to balance family and career 
life for women leaders, leadership approach in both 
domains of influence must be common. There is 
really no point in separating family and career. Both 
domains of life must complement and compensate so 
that women leaders come out successful in their 
leadership role in school. 
 
Women leaders must delegate work whether they are 
in school or at home. In school, they can tap teachers 
to do some of their responsibilities. At home, they 
may delegate house chores to the family members. 
Likewise, school heads can share leadership with the 
school stakeholders. They had to empower the 
stakeholders. At home, household management can 
be shared with the spouse. Moreover, full support 
must be sought from school stakeholders by properly 
orienting them with their unique roles in running the 
school. At home, women leaders had to communicate 
to their family members about some sacrifices they 
had to make in order to attain success in leadership. 
Seeking full support of the family emerged to be one 
of the strategies that the participants of the study 
employed in striking a balance between family and 
career. Indeed this is very crucial in the success of 
women leaders. Cheung & Halpern (2010) conducted 
a study on how women rise to the top of their 
professions when they also have significant family 
care responsibilities. Findings highlighted the role of 
an effective work- family interface that women with 
family care responsibilities create and use to break 
through the glass ceiling. It is then imperative that 
women leaders must create a complementing and 
compensating mechanism between family and career. 
Lastly, multitasking is a key in balancing family and 
career life. Smart women leaders know that multiple 
roles can be fulfilled by being on their toes.  Goenka 
(2014) contended that women are designed to 
multitask and can accomplish ten different things in 
one time. They are more flexible than men. They are 
creative and skilled in findings ways to attain their 
goals at home and in career. 
 
CONCLCUSIONS 

 
1) School heads were motivated to aspire for 

promotion by encouragement from their former 
superiors; their desire to be agents of inspiration; 
and their feeling that they have mission to fulfill. 

2) School heads worked out their promotion 
through professional development (continuing 
education) and working hard to be role models to 
gain the trust of others. 

3) The strategies employed by the respondents in 
balancing family and career life were seeking full 
support, delegation, multitasking, and time 
management and shared leadership in both 
domains. 

4) The challenges encountered by the school heads 
include neglecting self-care, engaging parents’ 
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cooperation and inadequate administrative and 
material support. 

5) A framework or model on striking a balance 
between family and career life was  developed 
based on the findings of the study. 

 
RECOMMENDATIONS 

 
1) School management must strengthen health care 

benefit for women school leaders. There must be 
health care program developed not only for the 
school leaders but for all teachers. 

2) School heads must devise a strategy to attain 
high number of parents cooperating in school 
affairs. They could make an inventory of parents’ 
abilities and talents so they can be assigned to 
committees where they will fit. In this way, they 
will have defined roles that they can fulfill. 

3) School Management must provide full support to 
the school heads. DepED must devise a formal 
mechanism of administrative support to the 
school heads. 

4) School heads must enjoin stakeholders in 
strengthening legitimate income generating 
activities to augment the budget entrusted to 
them in their Maintenance Operation and Other 
Expenses (MOOE). 

5) School heads must develop rules of discipline for 
the stakeholders, including the teachers to guide 
them in fulfilling their roles in school. 

6) The model developed in this study must be 
adopted by other women leaders and other 
women aspiring for leadership in order to attain 
success in school leadership. 
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