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PREFACE

This study was undertaken by Ministry of Education and Sports with financial support from UNICEF.
The overall goal of the study was to establish factors leading to low female teacher participation i
primary skools.

The study covered twelve (12) selected districts across the country (i.e. Kayunga, Namutul®ba, Kabaro
Mbale municipality, Katakwi, Nakapiripirit, Amuru, Amolator, Arua municipality, Hoima, Kanungu and
Kiruhura).At the institutional/ school lekel2 Core Primary Teacher Training Colleges and 60 primary
schools within their catchment area were covered.

The findings from the study revealed that lower participation in primary education by femalmteacher
rural areas stemmed right from trairimgpugh recruitment to deployment and retention. Factors
responsible for this trend were identified Recommendations to alleviate the situation havelbden prov
in the report
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The aim of this study wessto establish teacheaining,recruitmentand deploymergrocesses
of female primary teachedescribe and dpze trends relating their numbers and status in
Uganda and to make recommendations to address issues that emerge

In this study, a total of 60 (rural 28; urban 14;ugean 18) schools were visited in the 12
districts. Majority of the schools tpatticipated in this study were rural based (47%) followed by

the perurban based schools (30%). Teachers residing in urban areas constituted the least share of
23 percent.

Female teachers constituted the biggest $6496) of the total respondent&i68) that
participated in this study followed by Headteachers and student femalenteasbeaodal share
was 26 percenkrincipal TutorsDistrict Education Officerdistrict Service Commissiand
the Senior WonmeT eaches constituted the least shaf& percent for each category.

A total of 300 (rural 96; urban 126; paban 73 female teachers were interviewed. Majority of
the female teachers that participated in this study were residingperirurbbn (580) areas
while those in purely urbareas constituted 42 percent

Out of 300female teachers interviewed, the highest academic qualification of majority (59%) of
the teachers was Uganda Certificate of Education (UCE) followed by those that had a diploma in
Primary Education whose shars 8& percentTeachers with Uganda Advanced Certificate of
Educatiom constituted the least share \3%ut of the 300 female teachers interviewed, only 6
teachers (2%) had no professional qualification. 98 percent (294) of the teachers were qualified to
teach in primary schools as per the country national standards.

Married female teachers constituted the biggest(2b2)ef the total teachers that participated

in this study followed by thimgle teachers who totaled toofy. Teachers who had aefed

with their spouses werg(®%) while thee that had divorced were only(4%). Widows and
cohabiting female teachers constituted the least share of 2 percent and 1 percent respectively.

Out of the222married teachers (74%g7female teachers wetaygg with their spouses while

56 (266) were not staying with their spousés. two main reasons attributedseparate areas

of residence for the spouses includeking in different places which are a distance apart and
inadequate accommodatpovided at school. However, it is important teetioat couples who

do not stay together tend to over travel on weekends and sometimes during the. Wwaek days
reduceseaching and learnitigie

Majority of the female teachers interviewed (42%)-hathl@ren followed by those with21

children (33%). 25 percent of the female teachers-&athillren. The findings reveal that
majority of the teachers were below Uganda’s average total Fertility Rate (TFR) of 6.7 children
per womanHowever, since majoritf the teachers are youth, chances are high that they will
bear more children and hence the need to make family planning services accessible.

Out of 273female teachers that had child?€2, (89%)vere stagg with their children while 27

teachers weneot staying with their childrefibhe three major reasons as to why some female
teachers were not staying with their children were due to: Poor living conditions in the areas were
they teach; lack of quality social services (i.e schools, health tfacibpest); and insecurity.

Female teachers who do not stay with their children due to associated reasons, tend to have their
commitment and concentration stretched betaaily and joldemands which may affect
teaching and learning within the respesthools.

Out of 284 female teachers that had at least a person they were supporting, 141 (50%) were
supporting 3 to 4 people. Generally, the findings reveal a burden that female teachers have to
meet given the small salary earned per month and thkeynse required to be available in

Prepared by Statistics, Research, Monitoring & Evaluation Division
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schools. Failure to meet the requirements of their children as deglergentsvould result
into absenteeism from school in an effort to close the financial gap.

Only 32 percent were accommodated within sgheolises leaving a total of 203 teadbers
accommodate themselves. Nasommodation of teachers within school premises has had a
negative impact on the performance of female teachers. Since most of them do not drive,
accessing school on rainy days bez@mehallenge. The government of Uganda under the
school facilities grant has labored to ensure availability of teacher’s houses in some schools,
however, a sizable number rematacgommodated.

Majority of the teachers (42) were allocated ddgdeon and a Sitting Roa Of the 97

teachers accommodated within school premises, only 11% reported that the accommodation was
adequate while 89% indicated that the accommodation provided was not &ileqfa?®3

teachers that were not accommodated ablsobialy 40 percent were staying in their own
houses while 60 percent of the female teachers not accommodated at school were either renting
or housed by friends/relatives. This implies that female teachers incur expenses on
accommodation which constrainsrentheir little monthly salaries.

Out of 203teachers that did not have accommodation within school premises, 44rpeetent

at least 4 kilometers on a daily basis. This has a lot of implications more especially pertaining to
time management and abi®eism. However, on a positive note, 83 percent of the teachers were
spending -2 hours to access school while 17 percent were spebdmyi®. Majority of the

teachers travel to school by foot (55%) followed by those that use bicycles (29%).

Majorty of the teachers (59.45%) interviewed were earning 240,000 to 280,000 per month. The

teachers indicated that their monthly pay was inadequate to meet their pressing needs. To this
effect, a total of 143 teachers had opted to create time for other sonc@se which affects

the total time that may be devoted to teaching. The three major activities in which teachers were
taking part to supplement their monthly pay include; crop farming, tailoring and piggery project.

Out of 285teachers who had evemeg for maternity leave, 97 percent had been granted leave

for 1 to 2 times (64% one time; 33% two tinhdadernity leave has implications on the teaching

and learning process and at the same time government needs to support these mothers. Teachers
who ha been gnmated leave for at least onceravout of school for 60 days and 120 days for

those who had been granted léevee There is need for government to come up with a policy

option to bridge the staffing gap during times of maternity relateghféeiat absenteeism)

Majority of the teachers (30%) interviewed joined the profession from 1996 to 2000 followed by
those who joined the profession from 2001 to 2005. The most recent years shows a declining
trend of female teachers joining the teagimoigssion. A number of attributes as to why the
female teachers joined the teaching profession were noted. The key motivating facters noted ar
presented in Table 4.11.

Majority of the respondents (42%) joined the teaching profession based onoitderestily

those (22%) that did not have fees to pursue other lines of career. Generally, considering female
teachers that had been inspired by others, over 60 percent of the teachers were interested in
joining the teaching profession. However, thereed to sensitize teachers who were forced

into the profession such that lost time is gained. Further, the findings revealed that majority of
the female teachers (77%) had served in the same school for at most ten years.

On the other hand, 23 percent of teachers had served for at least 11 years. Figure 4.9 shows
the average number of years served by the female teachers in the 60 schools that were visited,;

Prepared by Statistics, Research, Monitoring & Evaluation Division
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Only 21%out of 300teachers were studying to upgraméhe diploma, graduate or Post
graduate el Majority(61%)of the teachers wished to upgrade but subject to their ability to
afford the financial requiremenife desired level for upgrading ranged from grade V to post
graduate with majority desiring to at least obtain a diploma in princatioed@ total of 56
female teachers did not wish to upgrade.

41 (14%) female teachers had a break in the teaching service while 259 (86%) had never had a
break at the time of the visit. Among the key reasons attributed to service break veclude: O
ddayed accesdo the payroll Long distance to schodlittle monthly pay as a teacher
Discouragement in teaching by the commuBiitknesandDeletion from payroll without any
explanation.

The proportion of teachers whose job satisfaction was &tidbasts very low (Very high 4%;

high 6%). The job satisfaction level was moderate for majority of the teachers (42%) while
almost half (48%) of the teachers were negative on their job satisfaction levels. Overall, only 55%
of the 300 teachers indicatba@ttthey would join the same profession of teaching given a
second chance in life. This reveals that the level of dissatisfactioramsl trigip affect the

learning outcomes in the lamg.

The number of teachers on payroll has increased by 49 peateri2%; female 40%) from

515 (217male; female 298) in 2007 to 769 (351 male; 418 female) in 2011. For all the years
reviewed in this study, there were more female teachers on payf88%2200856% ;

200955% 201656%; 201-64% as compared to tineales.

Of the total teachers over the years, those teaching in rural schools constituted a share of at most
36 percent (2011) and at least 31 percent (2009)aféra of simultaneous surpinigurban

areasnd shortagm rural areais strong evidexe that the problewf teachers for rural schools

will not be solved simply pyoviding more teachers. Thexa need for policies that will ensure

that the teacheeach the schools where theynaezled.

Half of the female teachers interviewed haghtan almost two schools followed by those that

had taught in 3 to 4 schools. Female teachers who had taught in 5 or more schools constituted
only 10 percent. 103 (34%) of the 300 teachers wishedransferred to another school and

24 teachers had neafbrmal request to be transferred.

Out of 103 teachers that wished to be transferred, 70 percent were targeting urban schools. This
implies that the rural schools will continue to be affectedhongilincentives are put in place in

rural areas to remaifemale teacherslowever, despite the desire for the teachers to be
transferred, findings reveadethverage lapsf three to five months to process transfer.

This studyestablisbedteachetraining,recruitmenaind deploymergrocessesf female pmary
teachersdescribé and analyzetrends relating tetheir numbers and status in Ugandée

study also made recommendations to address issues thad. &hergégacement of female
teachers in Uganda is lopsided. While some urban primary schoasstaéfenl with female
teachers, some rural areas have virtually no female teachers. For a variety of reasons, female
teachers do not want to be posted to rural schools. Invariably, the key issue is the
unattractiveness of rural schools, especially aterelocations. Their resistance to working in

these hardo-staff schools reinforces urban bias. The extent to which the recruitment process is
centralized is a key factor in shaping deployment outcomes.

In Uganda, primary teacher recruitment is delieedrand is undertaken by the District Service
Commission. Teachers are recruited and posted to schools that they are not familiar with. As a
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result, they report to the schools for a short time and then leave or request to be transferred to
other schools.

A number of interventions need to be taken with reference to the study findings among which
includes: increasing the share of female teachersiduming andecruitment; providing study

loans to female teachers more especially those in rurad; S€Cbostructing adequate teacher’s
houses; Including feeding of primary school teachers under the UPE capitation grants;
Increasing teacher’s salaries based on inflation rates; filling all vacant positions intall schools
reduce the work load; Schoolcsfe recruitment of female teachers preferably those who are
born or married in that locality; prioritizing female teachers to allocate available houses; and
putting in place an incentive scheme to encourage female teachers to work in rural schools.

Prepared by Statistics, Research, Monitoring & Evaluation Division
EDUCATION PLANNING DEPARTMENT, FEBRUARY 2008 7



CHAPTER ONE: INTRODUCTION, AND STUDY OBJECTIVES

1.1 Introduction

Gender disparity has been a problem in education system ever since Uganda launched efforts to
develop formal schooling. To address this, the Ministry of Education and Sports (MoE$) has put
place several initiativesitgprovegirls’situationin terms of enrolment, retention, achievement and
completion from primary school to University Education. This includes the 1.5 point addition for
girls for entry into higher institutions of leagninrhese notwithstanding, girls are still far behind

boys, and female teachers fewer than male teachers. Today only 47 of the children out of 100 who
enroll in Primary 1 complete Primary 7 (200%7/08hisdatadisaggregatddrther indicates that

only 44 girls out of 100 complete primary education as opposed t02%50 boys

Similarly the number of primary school male teachers is far much higher than that of female teachers
According to EMIS (2008), there are 95,985 male teachers as opposed ten@e3dathers.

These disparities vary from district to district and from school to school, remote areas being the
most affected. Many schools in remote areas of Uganda, especially the northern and north eastern
regions do not have adequate numbersnofléeteachers. The presence of female teachers in
schools is a motivating factor for girls to continue with education since the femalegemehers

and support them with education, social and psychological development processes. Studies have
shown thafemale teachers provide better role models for girls and are better placed to respond to
problems faced by girls in schools.

Policymakers and planners need to be consistently guided by the assumption that the presence of
female teachers makesshbhool environment safer for girls and would attract parents to send their
girls to schools and retain them in schools until they complete at least primary schooling. The
likelihood of girls dropping out of school early without completing the fullo€yptanary

education could decrease with female teachers’ presence. Furthermore, girls are morenlikely to lear
well when they are taught by female teachers. These research findings will give further impetus to
the policymakers and planners to chooseptien of increasing the number of female teachers as a
strategy for promoting girls’ education in the country.

On the 28th of August 2008, the ESCC meeting, in a review of primary school teacher’s pay roll
found that there were 3% female teachers a6 @6 male prompting a concern for affirmative
action. It was agreed that a study be carried out to inform the policy position for affirinative act

on female teacher availability. It is against this background that the Ministry of Educatiais and Sp

in collaboration with UNICEFarried out a study/ researoh the recruitment, training and
deployment of female teachers in Uganda'’s primary schools.

1.2 Obijectives of the study

The overall goal of the study wa®stablish factors leading to lowdkteacher participation in
primary schools. More specifically, the study intends to accomplish the following:

0] To prepare a demographic and professional profile of female teachers working in primary,
schools of Uganda and establish how their professiothatiemographic characteristics
including household dynamics interact with the women'’s ability to function as teachers and
leaders;

(i)  To highlight primary teacher trends in rural and urban areas with due consideration to conflict
affected and other difficdreas;

(i) To analyze the work environment of female primary teachers in schools in order to identify
problems and difficulties that female teachers face in classrooms and schools;

The Republic of Uganda: The Education and Sports Sector Annual Performance Report (ESSAPR), 2008
2 ESSAPR, 2008
3 Oxford Dictionary
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(iv) To identify training, recruitment and deployment related factors that pasedron the
number of female primary teachers joining and /or staying in the teaching profession and
serving in rural and remote schools of Uganda ; and,

(v)  To identify specific policy options and actions that might contribute to increasing the supply
of female teachers in schools, especially in rural and remote locations.

1.3 Rationale of the Study
The justification of this stusyasbased on the fact that:

The Government of Uganda is committed to achieving Both BBAl (b and Millennium
developmen(Goal 2by 2015. And teachers in particular female teachers appear to be one of the
critical factors in attainment of Millennium Development Goals (MDGs) most especially goal 2 and
Education for All (EFA) Goals 5. This is because studies show thatepofdentale teachers in
schools not only increase girls’ enrolment in schools but also help to develop a positive attitude i
the community towards girls’ education. However, in Uganda, statistics still show that tha proportio
of female teachers in schtwtheir male counterparts is still very low. For instance, out of 172,403
primary school teachers in 2010, 59.1%; were male while 40.9 %; werEdecadlen(Statistical
Abstract 20101t therefore, signifies that special attention needs to Inetdrtéwg area if Uganda is

to achieve these goals by 2015. Findings from an evidence based study of this nature are critical
therefore, to uncover and render possible solution to such problems;

In addition, the attainment of the gendéated goal ohe EFA Dakar Framework of Action and

the Millennium Declaration calls for adequate understanding on the part of administrators,
policymakers, educators and planners of the concepts of gender parity and gender equality. Unless
these groups are made awatbefiender related issues, it will be difficult for the country to achieve

and maintain the achievement.

Findings from the study will serve as a basis to raise awareness among policymakers, school
administrations, serving and prospective teachers ahdeit garity and equality.

Since the implementation of decentralized primary school teacher management policy in the Uganda,
there have been indeed many studies conducted on decentralization of primary education but very
few of them highlights or docunte issues on female teacher training, recruitment and deployment
under this new arrangement. As a result currently there is very limited understanding of concerns
relating to the teaching profession in rural and remote areas as well as an undsrstending
teaching profession from female perspectives. Finding from this study will therefore, prgvide polic
makers with information to base their decisions.

It is also a fact that male and female teachers have different experiences in the teashing profe

that need tdbe understood by the educatimmhoritoesvho manage the teaching force. They
therefore, need to be made fully aware of the joys and pains, satisfactions and dissatsfactions, ea
and difficulties that female teachers do experieneadhing in rural and remote areas of the
country. It is also necessary to extend our understanding about the teaching profession from the
female teachers’ perspective. Otherwise the teaching profession will in the near futuradil to attr
gualified ferale teachers because there seems to be no policies that do support women'’s interest to
make a balance between career and family, and between household and public responsibilities.
Findings from this study will therefore, provide policy makers with iffeigfasmulation of
appropriate policies in favor of female teachers.

It is not enough for women to become teachers. Female teachers should ultimately, rise to leadership
and management positions. Anecdotal data indicates that female head teaceustafeier

than male school heads at the district level. It is essential therefore, to understand fawibrs that
female teachers from rising to top jobs positions. The study will provide policy makers and
education planners with insights into factbat hinder or inhibit female teachers to reach senior
leadership and managerial positions.
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CHAPTER TWO: LITERATURE REVIEW

This chapter explores information on primary school female teachers training, recruitment and
deployment from the existing dowents, reports, policy documents, and independent reports in this
case independent reports on teacher education as well as other related documentation on primary
teacher education.

2.1 Availability of female teacher in schools, access and retention of girls

There has always been strong argument in favour of increasing the proportion of female teachers in
the schools because there is evidence to show correlation between the number of female teachers
and girls enrolment most especially inS&ltaran Aica (UNESCO, 2006, pg. 7). According to
UNESCO (2003.p.60), Girls’ enrolments in education system increase comparatively to boys as the
percentage of female teachers increase from low to higher level. Researches have shown that in
countries wheréhe percentage femateachers to male teaclaee equal, intake of girls and boys

tend to be somewhat equal. UNESI@@ort(2006, pg.2) poimout to the fact that in conservative
communities such as Afghanistan, Bangladesh, and Pakistawpalemiot allowthe girl child to

be taught by male teachers. Therefore, placement of female teachers in school in such countries
immediately impact on access.

The low presence of female teachers serving in disadvantaged rural communities has been identified
as one ofthe main constraints militating against girls’ access and completion of basic education
(Sutherland\ddy, 2002; Casdfayford, 2000; Brock & Cammish, 1993#&)dies have reported

that enroliment rates do improve and dropout rates decline with thegfstamale teachers
(CERID, 1990; CERID, 2000; MITRA, 2001). These studies have found a high promotion rate for
girls in comparison to that of boys in schools with female teachers. The Nepal Multiple Indicator
Surveillance (NMIS) conducted in 1995 exaiinthere were any associations between teacher
characteristics and class attendance, repetition and dropout (NPC, 1996). The only teacher
characteristic that was found to have an important effect on student attendance, repetition and
dropout was teachemender. Evidence from South Asia and Africa indicates that in ‘cultures where
girls’ enrollment rates are relatively low, far more girls will enroll if they can be taugle by fema
teachers (Herz and Sperling, 2004, p. 66).

Female teachers act as roladel most especially in rural areas whergdteio come across

educated women (UNESCO 2000, Pg. 14). Feewdherscan support and inspire girls to
successfully remain in school to complete their studies and maybe even continue studying to become
teachers, themselves (UNESCO 2006, pg. 8). Female teachers can also be thanelpoaedte

them from undesirable actions from boys or male teachers. Female teacher may act as advocates for
girls by presenting their perspectives and needs hencdirgromore girls friendly learning
environmentResearch by the Foundation for African Women Educationalists (FAWE, 1999) also
suggests that girls are more likely to stay in school particularly if the school deals witlveeproduc
health issues and if girhre able to talk to a woman in authority. One of the most effective
approaches for improving female educational attainment therefore is to use female teachers as role
models for girls (Rugh, 2000; King & Hill, 1993)
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2.2 Relation between female teachers and pupils’ repetition, attendance and classroom
participation

Female teachers’ were found to be associated with higher attendance, lower repetition and dropout
rates and this was true for both boys and girls. These findings suggest that thefpiesatee

teachers in schools contributes to increase pupils’ attendance and lower grade repetitiort and dropou
rates. However, accord to CERID (1990), the presence or absehfemale teachers in school

has nothing to do with repetition. This is bseaepetition has a lot more to do with quality and
effectiveness of the system and the ability of children to learn rather than the gender aspect (Bist
2004)According to Sibbons (1998), a study conducted to examine how boys and girls relate to male
ard female teachers in classrooms and how teacher’'s gender relates to student performance shows
that girls are excluded from participating in classroom activities because male teachers often favor
boys rather than girls. They direct questions to boys er dlitisg at the front, and do not
encourage reluctant students (who are likely to be girls) to take part in classroom acstitigs. The
concluded that this situation ultimately lowers girls’ academic performance.

However, some researches temduggst that the ‘mere presence of female teachers does not
automatically contribute to a-firkndly learning environment’ (Miske and VanBetiaty, 1997,

p. 9). Female teachers can have gender bias in favor of boys just as male teachers. Ors male teacher
can create more gender friendly classroom environment than female teachers. Having female
teachers can be reassuring to parents who are not certain about sending their girls to schools that
have male teachers, but simply hiring female teachers dobsertbegproblem. What is important

is whether or not teachers, whether male or female, have attitudes that are not harmful to girls.

2.3 Demographic and professional profile of female teachers in primary schools

Basing on the available literature, ieaps that most commonly documented past trends of the
movement of women into the teaching profession are those in western countries, which have had the
longest experiences of mass education. It appears that in these countries at a certain point in time
female teacher numbers were either more than or at least equal to male teacher numbers. According
to Carrington and Mcphee, (2008), tralable research findings séershow that the increase in

number of female teachanghe teaching professioncountries where female teachers were more

or equal to male counterpartay be related to the recorded mass education in those countries.

Researches also document that the growing number of female teachers in the teaching profession is
also often ssociated with education systems that have already achieredinoost achieving

Universal Primary Education (UPE). Cortina and San Roman (2006), pointed out that in the
environmental setting of those countries that have achieved Universal Primtoyn BdBE) and

gender parity in education, historical data shows that an inflow of fiatoakhe teaching
profession has played a crucial roles central to these achievement. Meanwhile those countries that
still struggling towards Education for All addlennium Development Goals (MDGs) are
commonly associated with serious shortage of female teachers.

According Herz and Sprtling (2004), shortages of female teachers within the primary education
system gpears to be a common experieiirtgéhose countriesvhere girl child education has
remained a challenge. In Pakistan for instance, insufficient recruitmemtieotdaomer is a big
constrainto girls education because rural paetrongly prefer their girls to be educated by female
teaches But thechallenge is that the legacy of low investment in girls’ education means that very
few local women have the required qualification to becomegdacheditionjt is always difficult

to attract qualified female teachers to rural areas UNECO (2040, Pg.8

However globally most especially in the last two decades the percentage of female teachers at the
primary level has been increadimat is from 56% (1990) to 62% (2009). Female's teachers now
account for a bulk of primary teachers, except fah Sma West Asia (45%) and -Sdharan
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Africa (43%). But the reality is that, females are less represented in teaching profession in poor
countries Wwere primary teaching jobs segipealing to males. In Nepal for instance, statistics show

that by 2001 feale teachers constituted 19% of the teaching profemssionf 130,650 total

primary teachers, only 24,455 were female. And according to gender audtitdariikgbal in

2002, out of 653 primary school head teachers, only 3.4% were female.

2.4 Factors contributing to low female representation in the teaching profession

There ardew researches documenting why there $edm less female teachers in the teaching
profession as compared to thealecounterpag Variousfactorsseem to explaitie low level of

female representation in the teaching profession. In some cases most especially in very traditional
and conservative so@stthere may be no educated women to become teachers. In Lao PDR, for
instance there are few qualified female tsadfmm ethnic minorities, amongst whom the
percentage of girls completing school remains low despite the many strategies adapted to increase
girls’ enrolment (UNESCO 2006). In Cambodia, for example, a policy to raise the entry requirements
for teachers im 10 to 12 years of basic education resulted in very low recruitment of women from
rural areas, where there are few upper secondary schools.

There are instances where the womenthégtiequirel qualification to become teacane available

but where @ool of women with appropriate qualifications to become teachers does exist, there are
other barriers and discouragements. These include the belief that it is men who should teach and run
schools Also, husbands and family members may not feel comfowéblevomen teaching in

schools that are dominated by men. As highlighted in a recent study in Nepal, traditional beliefs
about women’s exclusion during menstruation and pregnancy also impact negatively on their
opportunities to become teachers.

If women &e recruited and assigned to positions in rural areas, they often face multiple obstacles
when working away from their home, family and/or husband. Traveling long distances alone is often
culturally unacceptable and unsafe for women, and travel byrpobport is both difficult and

costly. Women may be teased and harassed by men en route or in the villages where they teach.

2.5 Attraction and retention of teachers in rural areas

There is overwhelming evidence that many countries face challengetagaf gshfemale primary

school teachers in rural areas. In many countries there are qualified female primary school teacher
in urban areas who are unemployed, Wi are unfilled posts in rural areas. This pattern
highlights a problem which cant& solved simply by deploying more female teachers to rural
schools.

There is evidence to suggest that safabols find iextremely difficult to recruit female teachers.

This is evident in the runalban gap in the proportion of female teacheesshibrtage of qualified

women candidates from rural areas and the lack of motivation on the part of female teachers to work
in rural or remote areas have been reported as major constraints. In some cases, despite the
availability of qualified women, rsetools were still without female teachers due to the community

or school principal’'s preference to male teachers, family reluctance to permit women to join the
teaching profession, the lack of incentives for schools to hire women, and the absemeapf follo

and monitoring. Another study (Koirala, Basnet and McCaffery, 2002) noted that the main constraint
of female teachers was the low status and position of women in a patriarchal society. This study
found that political interference and negative asittadeard females were major constraots
appointing females as teachers.

Many countries report that teachers express a strong preference for urban postings. Female teachers
may be even less willing to accept a rural posting than their male couatedpantal areas may

have fewer female teachers than urban areas (GottBlorahet al, 1998, p2R). For married

women, a rural posting may mean separation from her family, as the husband may not move for
cultural or economic reasons (Gaynor 1998).some cases posting single women to unfamiliar
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areas may cause cultural difficulties, and may even be unsafe (Rust and Dalin, 1990; VSO, 2002, p34)
Furthermore, posting them to an isolated rural area may also be seen to limit marriage prospects
(Hedges2000). In some countries, such as Ghana, they are not posted to rural areas as a matter of
policy (Hedges, 2002, p358). Where women have been posted to rural areas they may come to see
themselves as having been treated unfairly by the system an#l darly segnsfers (Hedges, 2002,

p358).

Jobs in rural schools are less popular in many countries due to the lack of access todacilities, an
their remoteness. Writing about Sri Lanka, Tatto and Dharmadasa note that: Rural teachers' situatio
is typicdy less favourable and is characterized by low mobility, challenging work conditions, and
reduced possibilities for education and other professional development opportunities (1995:101).
Hyde et al point out that even atiraet of high unemployment féalawi School Certificate of
Education (MSCEholders in Malawi: 'they do not want to be primary teachers, particularly when
being a primary school teacher involves living in an isolated rural community among "strangers
(1996:56). Kadzamira and Chibwanaiden housing to be an important issue: One way of
attracting female teachers to teach in rural areas is to give them priority in the allocatiers'of tea
houses and also atiocate fothem houses within the school premises (2000:120).

m

Attracting ad retaining teachers in rural schools is clearly an issue in Malawi. In particular there is a
need for more qualified teachers and female teachers in rural areas. In some countries there are
policies to increase the supply of teachers to rural scho@zargple in Sri Lanka beginning
teachers must work for a maximum of three years in 'difficult’ schools, usually those that are remot
and underesourced (Tatto and Dharmadasa, 1995). In effect the Malawian systems is similar to this
in those entrants teacher education programmes sudklaawi Integrated igervice Teacher
Education ProgrammeM({ITEP) must first work as temporary teachers in rural schools, and
continue working throughout most of their course. More research is needed into incentives that
would promote the recruitment and retention of qualified female teachers in rural schools although
the improved working and living conditions at schamaisin placeby the Community School

Project COSB do appear to help with this issue.

2.6 Interaction of professional, demographic characteristics and household dynamics with the
women’s ability to function as teachers and leaders

(i) Professional work and household dynamics: Impact of work-family expectations on
career choice.

Young people’s expectasaegarding how they will combine work and family in the future also play

a role in influencing career choice. Research by Okamato and England (1998, cited in Badgett &
Folbre, 2003) suggests that young women take family responsibilities into accobobgihgran
occupation. Marks and Houston (2002) conducted a study of academically high achieving girls aged
15 to 17 years, and found that their education and career plans were significantly influenced by
perceived social pressure to give up work tdaratieeir children. The more social pressure they
perceived, the less certain they were about their plans to pursue educational qualifications and
establish a career. According to Marks and Houston (2002), it is therefore more likely thiat these hi
achieing girls will choose occupations in which they believe they can most easily combine work and
family, and that these occupations will in all probability be in feminized professions sue as nursi
and teaching, which provide girls with examples of howititit be done in a way that male
dominated occupations such as science and technology do not. In this way, occupational sex
segregation will be perpetuated.

(i) Impact of marriage on career advancement

There are three main theoretical perspectives on leheofranarriage in determining career
advancement. Human capital theory (Becker, 1975) holds that marriage is used as a proxy for stabilit
and responsibility by organizations allocating wages and status. Men who are married, and especially
those who havehitdren, should therefore advance more than single men. Married women, in
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contrast, and especially those who have children, ought to take on less demanding jobs with lower
pay in order to successfully combine employment with their household resper{&ibiitier,

1985). This would imply that single women, who have more time and energy for demanding jobs, are
able to achieve greater career advancement than married women and/or those with children
(Tharenou, 1999).

Secondly, there is the spousal suppent (Kanter, 1977). This proposes that married men are able

to invest more resources in their careers than single men because their wives, particularly those wh
are not employed themselves, provide their husbands with additional resources by managing the
household and by contributing time and energy to the husbands’ endeavours (Pfeffer & Ross, 1982).
Married women, however, are more likely to provide resources for their husbands’ careers rather
than receive resources for their own careers from theinttsishacording to this theory, therefore,
married women will not be able to concentrate on their paid work to the same extent as single
women, and will therefore experience less advancement in their careers (Tharenou, 1999).

Finally, conformance to so@apectations theory (Landau & Arthur, 1992) posits that married men,

as the primary earners in their families, need to advance further in their careers than aimtyle men,

that men with children need to advance even further. As women's primary rot@nsge

household and family responsibilities, it is not necessary for them to advance in their lsareers to t
same degree as men. Research findings appear to support the latter two perspectives to a greater
extent than the propositions put forward by huoa@pital theory. Valcour and Tolbert (2003) found

that within duatareer couples, men’s careers are given priority far more frequently than women'’s.

Meanwhile, research by Kirchmeyer (2002) showed that having a spouse was associated with a higher
income for male managers, and a lower income for female managers. The dominance of men’s
careers is in line with conformance to social expectations theory, and assists men’s career success
while helping to contribute to women'’s lower pay (Valcour & Tolb&}, 200

(iii)  Teachers’ personal and professional lives

The interconnections between female teachers’ professional and personal lives take many forms and
are clearly gendered. The main factors highlighteGhana Female Teacher Study point to the
socioculturalfactors and family/home constraints facing women in the teaching profession (Casely
Hayford with Wilson, 2001). Female teachers in Ghana were found to make a range of adjustments
in order to meet the demands of their professional life while maintaiifgnily and home life.

Several changes in a female teachers’ working life such as marriage, childbearing and child rearing
roles have a tremendous impact on their professional performance and ability to cope. Studies in
Ghana point to the complex andltiple roles Ghanaian women balance, managing their home and
working lives (Nikoi, 1998; Arday8ichandorf, 1994; Oppong & Abu, 1987). Their responsibilities

as mothers and wives played a major part in the difficulties rural women teachers facgulefFor exam
one of the most important dilemmas they identiftezhworking in rural areas was the problem of

how to educate their own children, particularly given the quality of the local schooling. Female
teachers who were posted to rural areas made it atetleyvould not live in remote areas over
extended periods because of the poor quality of education available to their children.

(iii)  Family expectations and career choice

Research conducted on the perceived attractiveness of individuals as datirag@rparangrs

provides further insight into the role of work and family expectations in determining career choice.
In a survey of attitudes among undergraduate students majoring in science, most young men
reported that women studying in rdeninated displines such as engineering, physics, chemistry,

and applied sciences were inherently unattractive (Seymour & Hewitt, 1997). In an experiment in
which job type and job status were manipulated in dating profiles shown to participants, Badgett and
Folbre (208) found that men and women in occupations that do not conform to traditional gender
stereotypes were rated as less attractive potential romantic partners. The prospect of sncurring thi
type of penalty in the dating and/or marriage market, and by extiewsieasing one’s chances of
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having a family of one’s own, may well influence young people’s career choices by deterring them
from pursuing occupations perceived agraalitional in terms of gender roles.

As we can see from these studies investigatimg people’s expectations of combining a career
with finding a partner and having children, in addition to person factors such as valuesratdtitudes,
demographics, the barriers, opportunities, and support perceived to exist in one’s environment
impacs the development of career interests (Tharenou, 2003). Here, tdamilyprdoncerns play

their part in determining occupational choice.

(iv)  Career advancement

Han and Moen (1998) found a negative relationship between marital stability and canemmadvance

for women, a result consistent with both conformance to social expectations theory and spousal
support theory. Also consistent with both these theories were the results of Schneer and Reitman
(2002), who found that in a longitudinal study of MBA altinerhighest earners were married men

who had children, and the lowest earners were single, childless men.

While these findings would also appear to support human capital theory, single women were found
to achieve similar career progress as marrieelwoather than outperform them as implied by the
precepts of human capital theory. A longitudinal study of managers and professionals conducted by
Tharenou (1999) revealed that in the private sector, married fathers-atittostaywives enjoyed
greatercareer advancement than married fathers ireausdr partnerships, who in turn enjoyed

greater career advancement than single men with no children. This too is consistent with spousal
support theory, as the resources provided by wives to their hushes®ls’ diminish once the

wives have their own careers requiring resources, and the single men receive no spousal support at
all.

) Male teachers’ perception of female teachers

A study conducted by CERID (1997) attempted to examine the perceptiores tehchars and

school heads toward female teachers. It was reported that female teachers were not serious about
their teaching, were more likely to take leaves than males, and would be mostly engaged in knitting
and talking together about their own househmatters. Female teachers were portrayed as being

lazy, irresponsible, disobediant talkative. Many saw female teachers as being appropriate for
teaching at primary level, not at the higher level.

On the other hand, the same study also reportedhtrat were positive remarks about female
teachers as well. Some perceived them to be as competent as their male counterparts in terms of
teaching ability and ability to organize extracurrictigities. Some head teastavored male

teachers over fates. It was pointed out that male teachers, compared to their female counterparts,
are highly likely to take part in politics, avoid class, arrive to schantllé&ave school early.
Interestingly, female teachers did not have negative feelingshe@iboutle counterparts. They

found their male colleagues to be supportive, helpful and cooperative.

Elsewhere, in another study male teachers were reported to perceive their female counterparts as
people who cannot contribute much to school activiti#eadh they bring a negative and divisive
attitude to the workplace (Miske and VanBebeaty, 1997). In another study conducted in Africa, a
significant number of men had perceptions that women came late to school, they were lazy and
engaged in unhelpfabnversations durirggchool hours (Stephens, 1998). The study reported that

with the exception of four out of 446 teachers surveyed, teachers categorically said that they would
hire a man over a woman in spite of parity of qualifications for reasongerthate more
resourceful, they quarrel less, are more helpful, are more energetic, have more leadership qualities
and are smarter than women. Surprisingly, many respondents in the above study believed that
women would make better head teachers becaysedte patient, strict, less biased and more
trustworthy particularly in terms of school financial matters.
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2.7 Representation of women in leadership positions

One study by Bista and Carney (2004), examined the women'’s representation in leadarship positi
within the education sector. The study showed that of the total head teachers in primary, lower
secondary and secondary schools, females constituted 3.4 percent, 1.3 percent and 3.7 percent
respectively. In the Ministry of Education and Sports (MQES)overwhelming majority of

officials were male (95%). Women not only formed a small minority, but also were overwhelmingly
concentrated in the lower levels of hierarchy. The study repattedmen’s chances of obtaining
leadership and decisiorakingroles were fewer. The study confirmed that men have markedly
higher advancement rates than women.

The average time taken to get promotion for men was 12 years as opposed to 17 years for women.
The study has asserted that it is almost impossible for wowsrupy leadership or managerial
positions because male administrators see women as being ‘too emotional,” ‘too sensitive,” ‘not bold
enough to make tough decisions,’ ‘less dashing,” ‘less willing to take on challenging roles and
responsibilities,’ ‘leagailable to undertake additional assignments,’ ‘less decisive,’ ‘less adsertive,’ a
‘less prepared to take risks.

A study by Wirth (2001) concluded that there is no significant constituency within the MOES
prepared to promote the view that women areoampetent as male colleagues (p. 103). For the
most part, women are seen lacking administrative qualities. &thiesg glass ceilings do exist; it

can be difficult for women to climb up the administrative ladder. Glass ceiling is often dedined as
invisible barriers, created by attitudinal and organizational prejudices, to block women from senior
executive positions (Wirth, 2001).

A study by Xin ma & Robert MacMillan (1999) on the influence of workplace conditions on
teachers’ job satisfactiomufid that female teachers were more satisfied with their professional role

as teachers than were their male counterparts. Teachers who stayed in the profession langer were les
satisfied with theprofessional role. Work place conditions positively dfftszteher satisfaction;

followed by teaching competence and organizational culture. Significant interactions between teacher
background characteristics and workplace conditions occurred. The gender gap in professional
satisfaction grew with increased tegoatompetence,”

Male symbolism is dominate in conceptions of the manager as ‘action man’ and in definition of the
attributes required for managerial suceésan, mean, tough and forceful. This male image of the
manager is used as a standard or ngamsa which women are compared. (Thomas) “The impact

on women teachers of being in a ralinated profession is also likely to be a salient factor in
some countries. Research has shown that motivational patterns are different among men and women
in OECD countries with men more concerned with extrinsic rewards (most notably pay) and women
focusing more on intrinsic rewards i.e. the satisfaction of teaching children”. (Paul Bennell (July
2004) Teacher motivation and incentives irS8haran Africa and AsKnowledge and Skills for
Development, Brighton) ,Park (1992) has asserted that women traditionally perceive themselves as
teachers and nurturers of pupils and that, owing to social expectations as well as informal gender
stereotypes, they are moreyikeldesire job satisfaction in their teaching career.

This view has repeatedly been confirmed by studies in which women teachers have been observed to
experience greater job satisfaction than their male counterparts. According to Lissmann and Gigerich
(1990), women teachers are more pupil oriented than men teachers and consequently spend more
time improving the class climate
(http://Iwww.findarticles.com/p/articles/mi_qa3765/is_199711/ai_n8775798 Research in
Education, Nov 1997 by Mwamwenda, Tuntufye S).

2.8 The work environment of female primary teachers in schools
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The extent to which one can perform effectively or produce good results depends on the extent to
which the physical conditions are conducive. One study reported that the physical ¢onditions
schools were not very convenient for females (CERID, 1997). The study found that the school
environment was not gender friendly. Schools generally lacked physical facilities such as classroom
environment, drinking water, toilet facilities, and boun@dlsy The schools did not allow for space

for female teachers to prepare lessons or instructional materials. The absence of suitable physical
facilities is thus reported to be one of the reasons for female teachers’ low presence iaryural prim
schools.

Another study has reported that the school environment is gender segregated and male dominated
(Joshi and Anderson, 1994). Female teachers are excluded during lunchtime and breaks when the
staffroom turns into a meeting place for male teachers. Tligirraported that there were
numerous occasions when female teachers could not take part in such discussions and had to go to a
classroom or a shady tree in the playground.

One study examined the extent to which female teachers had the opportunityipatepantic

teacher training and professional development activities (CERID, 1997). The study found a very low
participation rate for female teachers in teacher training as a whole, most particularly irothe PTTC
SEDU based residential teacher trainingesuilhe study reported that teacher training centers did

not provide for residential facilities, kitchen facilities, childcare, toilet facility, and security

arrangements appropriate for female teachers

Consequently, women were generally found to unetardgl to participate in residential training
programs. Family expectations and responsibilities, fewer teachers in schools, the lack of day care
facilities at the training centers, insecurity and adomaleated training environment were among

the reasomcited for the inability of most women to participate (Bista, 2004). Elsewhere, studies have
reported much lower participation of female teachers ingbevice training courses (Stacki, 2002).

Often, there is a ‘blame game’ between administratdesreate teachers about low participation of

female teachers in training courses. While administrators and teacher trainers blame women for their
reluctance to participate in the training courses, the female teachers, on the other hand, blame the
administrairs and trainers for failing to create an enabling environment.

2.9 Training, recruitment and deployment related factors that have impacted on the number of
female primary teachers joining and /or staying in the teaching profession and serving in rural
and remote schools of Uganda.

While the Nepalese government is preparing to implement its policy of recruiting a female
teacher in each school, one study has demonstrated that having a single female teacher in school
is tantamount to not having one becausesingle woman cannot make any impact in a male

only school environment (Bhatia and Turin, 2004). Being alone innale afichool
environment is a difficult and painful experience for many women, especially if they come from

a different community. INepal, it is sometimes not acceptable both socially and culturally for a
young married or unmarried woman to go to a village and live by herself and work as a school
teacher. Bhatia and Turin’s study recommended that the government should consider hiring a
minimum of two female teachers per primary school. The study goes further to recommend that
at least one of these female teachers should speak the local language.

A study blamed female teachers for not being prepared to work in rural schools (Yadhashita a
Yamashita, 2000). It was reported that female teachers tend to move to towns soon after they are
hired to teach in rural schools. This ultimately creates a situation where there is over supply of
female teachers in urban areas and serious shortagetenareas. The study reports that the
female teachers in Nepal have negative reputations due to highly politicized and centralized
recruitment procedure. It is claimed that posts of female primary school teachers are hijacked by
the wives, daughters oudhtersn law of prominent politicians or bureaucrats. Elsewhere, it is
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mentioned that initially those most likely to be able to take advantage of any opportunity will be
those who have political and other kinds of access (Anderson, 1997).

A study by SIB and DGIS (1990) on female primary teachers in Bangladesh, their recruitment,
placement, and professional profile, found that a large number of female teachers came to this
profession willingly and they were enjoying this profession. It was commondyl dloaep

female teachers did not perform as well as male teachers in school whereas the reverse was
found to be the case. Studies indicated that female teachers perform substantially better
compared to their male colleagues (Gustavsson, 1989) amhemrhate more dedicated to

teaching as such (Masum, 1989 cited in the report of SIDA). But the salary of primary school
teachers in Bangladesh is very ptiocrease our salary. Otherwise we will stop to teach. We

are building the nation but we cannot deith empty stomachs” The daily Ittefag, 12.1. 2006.

This was the headline of one daily newspaper in Bangladesh. Primary teachers of Bangladesh are
getting a poor salary which nakedly affects their job satisfaction.

2.10 Policy options and actions that contribute to increased supply of female teachers in
schools, especially in rural and remote locations

A few studies have examined the implementation status of the government’s policy on female
teachers that states that there shall be at least one wach&n e each primary school
(MITRA, 2001; CERID, 2000). For the most part, the implementation of that policy was found

to be ineffective due to inadequate teacher quotas, the lack of clear policy guidelines, the
unavailability of female teachers in thal loommunity, the lack of proper coordination among
different local actors such as District Education Officers (DEOs), school principals and SMC
members, poor implementation guidelines, preference for male teachers and the reluctance of
women candidates go and live in rural areas.

Both educational policymakers and the donors supporting education reform in Nepal are
operating on the assumption that the problem of girls’ poor enrollment, low retention and poor
learning achievement can be tackled bynguttiore female teachers into schools and
classrooms (Bista, 2004). The empirical evidence on the impact of female teachers on girls’
enrollment, retention and learning achievement largely supports the above assumption.

2.11 Conclusion

All previous studs tend to agree that the presence of female teachers has a positive impact on
the enrolment, retention and achievement of girls in primary schools. They seem to suggest that
the low presence of female teachers in rural primary schools is attributedntoetinly

working environment. This includes lack of basic facilities, lack of good schools for their
children and absence of a good sociaT like studies tend to point at addressing the issues of
attraction and retention of female teachers as theadon solution to establishing parity in
education opportunities between boys and girls.
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CHAPTER THREE: METHODOLOGY

3.1 Study Design

In order to meet the objective of the study, various and diverse approaches were adopted to generate
the study findligs. A participatory approach that involved a number of stakeholders which include;
District Education Officers(DEOS®)istrict Service Commission(DSCs) , Principals, Senior Woman
Tutors, Female Student Teachers, Head Teachers and Female Teachersdw8smitiietured
guestionnaires were designed for each stakeholder involved and they covered data on female teachers
training, recruitment, deployment and retention in the teaching profession.

3.2 Sources of data collection

This study used both pringeand secondary data sources. With regard to the primary data source , it
was mainly used especially for those data that could not be found in the secondary sources such as
the demographic and social economic, characteristics, motivation, attituekgts, ojpiteion and

motivation of female teachers.to accomplish this, actual field visit was undertaken. While secondary
data both published sources such as international, national commission and research reports as well
as unpblishedeports were used.

3.3 Scope of the study

The study coveretivelve (12) selected districts across the country (i.e. Kayunga, Namutumba,
Kabarole, Mbale municipality, Katakwi, Nakapiripirit, Amuru, Amolator, Arua municipality, Hoima,
Kanungu and Kiruhura). At the institutibnschool level, 12 Core Primary Teacher Training
Colleges and 60 primary schools were covered. The PTCs covered were those that provide both pre
and in service training to primary school teachers. The 60 primary schools covered in the study are

those 6und in the catchment areas of the 12 selected PTCs

3.4 Sampling techniques and sample size

The samp@ size was determined using-parbability method due to the fact that the exercise was
not academic and tieewadeed to fit the exercise into thelget that was availed. The exercise was
conducted in 12 districtd0 rural and two urbaAt school level, 60 primary schools within the
catchment areas of the 12 core PTCs were purposively sampled with the ohteagiioning at

least 5 primary schHecheaded by female head teachidwes sampled schools included schools in
urban, perurban and ruraln each primary school visited, five female teachers were purposively
selected.

3.5 Target Respondents

The exercise focused mainly on governnstiobls and institutions as well as the office of the

DEO at the district headquarters. The key persons interviewed included among others the
Principal, Senior Woman Tutor, Female student Teachers, DEOs, DISs, preferably female head
teachers and female tears found at the schools.
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3.6 Data Collection methods
3.6.1Document Analysis / Review

Document analysis was one of mhethodsfor data collection. It involves critical review of
existing documents, reports, studies and documentation on teachtgnedbe main drive

for the document analysis on teacher education was directed towards understanding the context
of education provision in the area under consideration. This information was collected, collated
and analyzed into a summary report.

3.6.2Primary data

Primary data collection involved use of stmétured data collection instruments. The-semi
structured Questionnaires were used to capture data from; DEO, DSCs, Principals Senior Woman
Teachers; student teachers, Head teachers andsteacher

3.7 Data collection Process
3.7.1Preparatory activities

Preparatory activities includedelection of the study team which comprises of officers from
Personnel, Basic education, Teacher Education, Education Service Commission (ESC), Public
Servie Commission (PSC) and Education Planning and Policy Analysis Department (EPPAD).
Preparatory meetings were held with the study teams, and draft study instruments designed.
Data collection teams were trained on the instruments:-tdspé the study strument was
carriedout to allow the team identjptential problems in the study instruments. It endigded

team to revise the methods and logistics of data collection before starting the actual fieldwork.
Sampling of districts and institutions / sdepoeproduction of research instruments were
undertaken.

3.8 Data Processing, analysis and reporting
3.8.1Data Processing

To endure that data entry was affected immediately, a data entry program was designed using
EPi data for the instruments justdre the team returns from the field. Before starting the data

entry process, the program was tested by data ensymdienkthe supervision of programmers

to eliminate and correct any inconsistencies. The questionnaires were then edited before entry to
make necessary corrections and ensure accuracy of the information. This was followed by coding
all open ended questions in the instrument to smoothen data entry as well as analysis.

3.8.2Data analysis

After entry, data was exported to statisticklagas for social scientists, Strata and Excel for
analysis.
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CHAPTER FOUR: STUDY FINDINGS

4.0 Introduction

This Chapter presents the findings of study of female teacher training, recruitment and deployment
in Uganda. The aim of this study vga® esthlish teacher recruitment processes at the district

level, describe and analyze trends relating to numbers and status of female primary teachers in
Uganda and to make recommendations to address issues thatTémsegindings have been
presented by sulsection, which include background information, demographic and professional
profile of female teachers, primary teacher recruitment processes at the district level amdk school w
environment of female primary teachers.

4.1 Background information

In an attempt to explore the nature of the districts, PTCs, schools and respondents that
participated in the study, background information on; number of schools visited by location,
number of respondents by categloag been given. Results in form of Tables@udes have

been presented and explaiaecbrdingly

4.1.1Location of primary schools

Uganda is among the developing countries with over 70 percent of the government primary
schools and primary teacher’s colleges located in rural areas. Whileotldengbisthat many

countries face challenges of teacher supply, there are equally serious challenges of teacher
deploymenand retentionin many countries, there are qualified teachers in urban areas who are
unemployed, while there are unfilled postarai areas. During the study, Head teachers were
required to report on the location of their respective schools. Figure 4.1 below shows the
percentage distribution of schools by location;

Figure 4.1: Percentage distribution of schools by Location
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3500 23%
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%age of schools

Rural Peri-Urban Urban

School Location

S/N | District Rural | Urban Peri-Urban Total
1 Kayunga 5 0 0 5
2 | Namutumba 3 0 2 5
3 | Kabaroli 0 4 1 5
4 | Mbale Municipality 0 4 1 5
5 | Katakwi 4 0 1 5
6 | Nakapiripiri 3 0 2 5
7 | Amuru 4 0 1 5
8 | Amolator 5 0 0 5
9 | Arua Municipalil 0 1 4 5

10 Hoima 1 2 2 5
11 | Kanungu 1 2 2 5
12 | Kiruhure 2 1 2 5

Total 28 14 18 60

In this study, a total of 60 (rural 28; urban 14:upesin 18) schools were visited in the 12
districts. Majority of the schools that participated in this study were rural based (47%) followed
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by the perurban based schools (30%). Teachers residing in urban areas constituted the least
share of 23 percent.

4.1.2Respondents to the Study

Respondents to this study were drawn from seven targeted groups which include: Female
teachers; Principdutors; District Education Officers; District Service Commission; Senior
Woman Teacher; Student Female Teachers and Primary school Head teachers. The number of
respondents selected per group varied masehe study design. Table delow shows the
percentage distribution of respondents by category;

Table 4.1:  Percentage distribution of respondents by category

Respondent Number | Percent
1 Female Teachers 300 64%
2 | Principal Tutors 12 3%
3 | District Education Officers 12 3%
4 | District Service Comission 12 3%
5| Senior Woman ttors 12 3%
6 | Student Female Teachers 60 13%
7 | Head teachers 60 13%

Total 468 100%

Female teachers constituted the biggest $6496) of the total respondent&68) that
participated in this study followed by Headhes and student female teachdrgse total
share was 26 perceftincipal TutorsDistrict Education Officer®istrict Service Commission
and the Senior Wom&utorsconstituted the least share of 3 percent for each category.

4.2 Female Teacher Training in Primary Teacher’s Colleges

Study findings revealed that majority of the female student teachers had joined the profession as
a last resort option. During interviews, female student teachers indicated that they had joined the
teaching career due: fack of money to continue with education; death of parents before
completing school; lack of interest by parents and guardians in educating girls; family
backgrounds with many children; and dictation of parents/guardians paying the fees and other
requirenents.

4.2.1Student’s enrolment in Primary Teacher’s Colleges

The entry requirements to a primary Teachers College (PTC) for is six (6) passes which should
include English language, mathematics and two science Guirgefrtsm biological sciettoes and
other from the physical sGieace=)ond United Nations Millennium Development Goal is to
achieve Universal Primary Education, more specifically, to “ensure that by 2015, children
everywhere, boys and girls alike will be able to complete ar§alafgrimary schooling®h

the other handGoal 3targets at theelimination of all gender disparities at primary and
secondary education levels by 2005, and in all levels of education no later Trram2fL6f

female teachers has implicationghenrealization of the two millennium development goals
under Education.

Particularly, female pupils look at female teachers as role Tinedstady established that the
averag@ercentage shareydar lenrolment for female students over five y@a8672011)in

the PTCs visited wd§compared t&5for male student&or year 2 it was 40.2 for females and

59.8 for maleS.he detailedindings are presented in Figure 4.2 below;
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Figure 4.2: Percentage Share of female enrolment R Cs for the period 20072011
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=—@="female Yr 1 38% 46% 44% 49% 48%
=l—%female Yr 2 37% 37% 35% 44% 48%
Average 38% 42% 40% 47% 48%
Year
= female Yr 1  -ll=%female Yr 2 Average
Year Se» 2007 200¢ 200¢ 201C 2011
Male 1084 537 1421 684 840
Female 666 450 1134 656 766
Total 1750 087 2555 1340 1606
Year 1 | %female 38% 46% 44% 49% 48%
Male 707 1003 1016 817 611
Female 416 593 544 632 571
Total 1123 1596 1560 1449 1182
Year 2 | %female 37% 37% 35% 44% 48%

The share of female students has remained below 50 percent over the last five years. However,
on a positive note the proportion of female student teachers has been increasing over time. In
2007, females coitated only 38 percent and in 2011 the share had improved to 48 percent
translating into a percentage point improvement of 10 percent.

4.2 2Repetition and Pass Rates

Failure to meet the minimum pass mark leads to repetition oivétty@arassumptiahat
student’s performance imprevéth remedial teaching. During the study, colleges were asked to
give students proggs by year and gender. Tablbel®v shows the findings of the study;

Table 4.2 Repetition and Pass Rates in PTCs
200 200t 200¢ 201 201

Male | Female | Male | Female | Male | Female | Male | Female | Male | Female
Repetition RatYr] % 11% 3% 6% 3% 5% % % 2% 4%

Pass RaYr 1 85% 81% 85Y% 71% 78% 69Y 88Y 88Y 87% 85Y
Repetition RaYr2 | 12% 16% 10% 27% 28% 44% 18% 299 30% 33
Pass RaYr2 84% 70% 64% 62% 85% 70% 83Y 82Y 84% 83Y

The repetition rate of student teachers in Primary Teacher’s Colleges was high among girls as
compared to boys for all the years across grades. Consequently, males reported higher pass rates
as compared to theirwaerpartsThe PTCs also reported cases of students who fail to sit for
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end of year examinationgedto various reasons. Tableetow shows the number of students
who failed to sit end of year examinations over the years by gender;

Table 4.3 Number of students not sitting end of year exams in PTCs

Year Sex 2007 | 2008 | 2009 | 2010 | 2011
Yrl Male 9 5 6 1 8
Female 9 4 6 7 6
Yr 2 Male 12 2 2 3 9
Female 10 5 2 7 10
Total 40 16 16 18 33

The number of students not sitting end of y®amination depicts a fluctuating trend.
However, it is important to note that for most of the years, there were more female students not
sitting end of year exams as compared to the male students.

4.2.3Quality of College Facilities

The quality of colie facilities also affects the nature of the learning environment Ai€allege
place beyon@n academignstitution it is a diminutive community in itself where members
interact and influence the behavior of each other (Shoben, TI€62%tudy carrie@ut
investigations to establish the quality of facilities available in colleges visited focusemg on elev
items The percentage of students who reported that the facility was of good quality is presented
in Table 4.%elow;

Table 4.4 Quality of CollegeFacilities

Facility Quality
College Compound 78%
College Latrines Stances for females 63%
College Classrooms 70%
College Furniture 58%
Accommodation 58%
Sports and Games Facilities 50%
Dormitory 63%
Washrooms 48%
Hand Washing 50%
Incinerators 53%
Sickbay 30%

The quality of most of the facilities was low based on the reporting of the student’s teachers. The
worst facility was theéckbay which is very critical more especially for female students. The best
three facilities included college coamgb (78%), classrooms (70%) and latrine stances for
female students (63%). The quality for the rest of the facilities was relatively average.

4.2.4Pregnancy cases in Primary Teachers Colleges

Pregnancy is amongst the major concerns that pose a sezaiu® tfemale student teachers
enrolled in Primary Teachers Colleges. Education is central to the development of young female
student teachers as it prepares them for the world of work and for life. As young people spend
longer periods in education, as phthe natural course of development, sexual experimentation
and maturity is increasingly coinciding with schooling. During the study, senior women tutors
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were asked to indicate whether their colleges had registered any pregnancy casesrasd the fi
and presented in Figure Be3ow;

Figure 4.3  Pregnancy cases in Primary Teachers Colleges

17%

®m PTC Registered female student teacherpregnancy cases

MW PTC no Registered female student teacher pregnancy case

Pregnancy cases were registered in majority of the Primary Teachers Colleges (83%) visited. The
college heads were asked to indicate the measures takestthadsgistered pregnancy cases

and the following were notefiidance and counseling of the affected students, giving chance to
students to stay home after giving birth and comeback after some months and encouraging
students to apply for a dead year.

4.2.5Students fear upon completion of the training

There are a number of challenges associated with completing a given level of education. At the
same time, completing a given level of education may bring opportunities leading ito change
social welbeing.During the study, female student teachers were asked to give some of the fears
they have upon completing their training and the findings are presented in Figure 4.4 below;

Figure 4.4  Students fear upon completion of the training

™ Failing to get aschool to
teach
m Getting little salary

mTo much work

mNotgetting married

mBeing posted to ruraland
remote school

Majority of thestudents (50%) had fear of failing to get a school in which they can teach
followed by those (35%) worried of getting little salary.

4.2.6Challenges faced by student female teachers

The Senior Woman Tutor and tfeanale studerieachers were requestedtlicate challenges

faced at the college and to propose solutions to these challenges. The responses are summarised
in table 4.5 below.
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Table 4.5: Challenges faced at the college

S/N | Challenge Proposed Solutiol

Responses of th«Senior WomariTutor

1 Ceses of unwanted pregnan: Strengthen Guidan& counseling to stude

2 Inadequate Guidance and couns | Getting health personals to bridge the

3 Insecurity due to poor fencing Fencing the Colleges

4 Inadequate facilities to support fem Putting in place female friendly facilities
nesds

5 Lack of basic requirements not Parents and guardians should provide for their
provided at the college daughters

6 Peer pressure and influe Train female teachers to have a sense of self

Responses of the Female student teachers

1 Water shortage Construction of borehole

2 Sexual harassment Apply the rule of laws on tutors

3 Inadequate trainir Repackage the training progra

4 Power Shortages Provide and service stand by generators

5 Poor eedin Review the feeding m¢

6 Lack of medical ca Employ professional nurses and dc

7 Big and congested classes Dividing the classes into streams

8 Inadequate facilitation during trait | Review the facilitation bud

9 Inadequate instructiahmaterials Provision of enough learning materials

1( Bullying in colleg Counseling and Guidance ser

11 Overloading students with non Put guidelines in place on non academic work in
academic work like digging, Cookir colleges
etc

12 Inadequal stafi Train and recruit more tut

13 Inadequate furniture for the college Provision of enough furniture

14 Many subjects taught Review the curriculum

15 Congestion in dormitories Construction of more dormitories

4.2.7Strategies to increase the number of female teachers in PTCs

One of the important arguments in favour of women teachers is that they acha@detslér
girl students. In rural situations, where the girls do not come across many wdotaieas
such, the presence of a woman t&ashrves this critical purpose. This is ingpgrtant for
development in the formative yedbsiring this study, the Principal tutors and the female

students were asked to suggest strategies that would help to increase the number of female

teachers in RJs and the following are the key strategies proposed;

© O O©WOOOOOoOoo

Reduce on cutoff points for female students

Provide more dormitories for girls

Carryout regular guidance and counseling

Increase the job market for graduate female teachers
Provide femalt&iendlyfacilities in colleges

Increase the number of female tutorsetive asole models
Admit more female student teachers than males
Provision of bursaries to female student teachers
Reduce female student teaclasspnark

Sensitize student about the imporasidemale students
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9 Promotegirl child educationght from preprimary level
4.3 Primary Teacher recruitment and deployment process
4.3.1Determination of the Teacher Ceiling

Recruitment of primary school teachers is a responsibility of the Ristiget Sommissions at
the district under the decentralization system of goverridoeever, the Ministry of
Education and Sports determines the teacher staff ceiling on an annual basis. Since 2010/11 the
ceiling determination process has been guided mgvitteacher deployment formula approved
by cabinet in ¥ 2010/11. Under this formulae;
(i) Each class and/or stream gets a teacher as a threshold;
(i)  All COPE (NFE) centers get two Instructors;
(i)  The PTR is 53:1 for ordinary schools;
(iv) The PTRfor SNE pupils (mental Retardation, Visual Impairment and hearing
Impairment) is 10:1;
(v)  Any additional 53 pupils over and above (53x7) as per school enrolment will attract
an extra teacher;
(vi)  Any school with an enrolment of less than 371 (53)@frisdias lowly enrolled;
(vii) Head teachers will be over and above the staff ceiling; and,
(viii) Districts are required to customize the formulae and allocate teachers to schools
following (iviii) above) as guidelines when given their staff ceilita/quo

The Ministry of Education and Spdnts already completed implementation of phase | under
which a teacher has been allocated to each class for schools which had up to P.7 in 2009 as a
threshold The implementation of Phase Il began in FY 2011/1thisnPhase, the primary

school teacher ceiling was raised from 129,000 to 139,699 tdachedgion a teacher has

been allocated to each class in all schools across the country regardless of their highest grade.

However, there is no specific rdtio male and female teachers that are recommended to the
district service commissions for consideration during teacher recrlitoahgovernments

have been advised to try striking a balance when they are making their respective teacher
recruitments.

During the study, schools were asked to indicate their staff ceiling and the findings are presented
in Table 4.14 below;
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Table 4.6 Percentage distribution of schools by staff established ceiling

Staff Established Ceiling Frequency Percent
2-3 3 4.¢
89 14 23t
1011 3 4.8
12-13 9 14.:
1415 6 9.t
1617 6 9.6
1819 3 4.¢
2021 3 4.¢
22+ 14 23.9
Total 6C 10(

Based on the findings in Table 4.14 above, there is evidence that the new teacher allocation
formula is being implemented. Out of the 6@ashvisited, 95 percent had at least 8 teachers,
an implication that there was a teacher per class.

4.3.2 The teacher recruitment and appointment

The Ministry of Education and Sports (Mo&$)Collaboration with the Education Service
Commission(ESC)syport Local Governments to recruit teachers as per the allocated teacher
ceiling.The support offered is both financial and techmtathe district level, the District

Service Commission (DSC) advertises teaching vacancies, shortlists candidatesthatary

and prepares minutes of the exercise with a list of successful candidates to be appointed as
Grade lll teachers. These minutes are then sent to the Chief AdministrativéGai@gevith

an instruction to appoint the successful candiddtesCAO appoints the teachers and sends

their appointment letters to the District Education Officer with an instruction to deploy them to
primary schools where there are vacamhtiesnation gathered on teacher recruitment over the

5 year period under studyveals thati) the average percentage share of female appliaants

32 for districts and 51 fonunicipal ocuncils.(ii) The average percentage share of shortlisted
candidates who are femai@s40 for districts and 52 fonunicipal councilgiii) The average
percentagshare of successful candidates who are female is 36 in districts and 53 in municipal
councils. These results tend to suggest that female teachers are less attracted to rural areas than
their male counter parts.

4.3.3 Deployment of teachers

On receipt of the instruction from the CAO, the DEO deploys the appointed teachers to
primary schools where vacancies &\lstn the teachers pick their appointment letters, they are
expected to write back to the appointing authority acceptinggpeintments as Grade Il
teachers before being posted schautsreceipt of their acceptance letters, the DEO issues
them with letters of deployment upon which they are expected to report tesinsitive
schools for assumption of dufthe head teaels of the schools receitiee teacherand make
arrangements to resettiem The head teactsghen initatethe process of accessing the newly
deployed teacleon the payroll by filling a pay change report and submitting it to the DEO.
During the stug DEOs expressed challenges of deploying newly appointed teachers to remote
areas. The most shared challenges include: (i) Some teachers reach the schools once and then
disappear into obliviofi) Some teachers report to schools, access the payrollgand be
absenting themselvdsi) Some teachers report to the schools, access the payroll and start
demanding for transfers to less remote.areas
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The DEOs revealed that the biggest pressure to transfer teadasssrémote areas comes
from high ranking @rsonalities in the district who are closely reaatbese teachers. One of
the DEOs quoted tthe following statement made bgtaer of a female teacher wiaa been
deployed to a rural school

“Mr. DEO....you are very insensiive don’t wantdayghter to go to a good school so that she gets me a
sensible selav?’

The study findings reveal that over the five year period under study, the average percentage share
of teachers who reported to schools where they were deplbgedre female wa27 for

districts and 51 for municipal coun@lerall average:.39%6) explains why the overall share of

female teachers on payroll has remained low. Figure 4.5 belopesbentage share of female
teachers on payroll for the period April to Aug0s2

Figure 4.5: Percentage share of female teachers on payroll for the period April to August 2012
39% -

39%

39% 38%

38%
38%
37%
37%
36%

Y%age of female Teachers

36%
35%

35%

April May June July August
Month (2012)

= %age share of female teachers on government Payroll

Source: MoPS
4.3.4Period taken by teachers to access the payroll

Unlike before, apparently the Ministry of Education and Sports supports the teactaer
recruitment process as a strategy to reduce on the timéotakachers to access the payroll.

During this study, school heads were asked to indicate the average time taken by teachers to
access the payroll after being recruited or appointtatieafindings are presented in Talile 4.

below;

Table 4.6 Period taken by teachers to access the payroll

S/N | Period Frequency | Percent
1 Lessthan a month 3 4.3%

2 | One Month 5 8. %0

3 | Two Months 8 13%
4 | Three Months 4 6.5%0

5 | Four Months 4 6.3%
6 | More than four months 37 60.9%
Total 60 100%

Time taken for primary school teachers to access the payroll remains high in majority of the
schools visited. More than half (60.9%) of the Head teachers indicatechdlialke more
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thanfour monthsfor a newly recruited teachers to access the payroll. This occurrence turns out
to be a big challenge more especially for teachers posted in remote schools which lack
accommodation. In addition, teagtimetaken before accessing the payroll biases theeattitu

of teachers towards workhis is because failure to access the payroll for six months would
imply working for six months without getting any form of payment amidst demands of house
rent, taking care of the family among other expenses.

4.3.4Proportion of teachers not on payroll

Availability ofadequate and monthly p&échers in schools is critical for proper management

of learning process as well as adequate coverage of the curriculum. In addition, this facilitates
proper pupil mentorship and cmeling roles. At primary level, the government through the
District Service Commissions (DSC), appoints and deploys teéacbensolswithin the
districts.However, therarecases were Head teachers allow teachers to teach in their schools
even when #y are not on payroll to bridge the staffing gap. Figure 4.6 below show the
percentage of teachers that were not on payroll at the time of the study;

Figure 4.6: Percentage of teachers not on payroll
3.0% =

2.5% -
2.0% -
1.5% -

g 1.0% -

7
0.5% -

0.0%

2007

2008

2009

2010

2011

e M ale

1.8%

0.7%

0.7%

0.3%

0.6%

=fll—Female

1.7%

0.9%

1.4%

1.9%

2.4%

Year

The proportion of teachers not on payroll wasvehathe same for both the female and male
teachers in 2007 and 2008. Findings reveal a widening gap in disfavor of female teachers. While
the number of male teachers not on pay roll has declined gradually over the last three
consecutive years, that ahéde teachers has instead increased.

4.3.5Teacher allocation at school level

Trained teachers qualify to teach any grade and all subjects provided they have professional
qualificationsThere is a tendency of school heads to leave all lower priesay tclahe female
teachersThere is a belief that female teachers are mothers and therefore more patient and
tolerant with the infants than their male counterparts.
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Figure 4.7:  Percentage distribution of teachers by grade level and sex

100% -

90%
80%
70%
60%

51%
50%

Yage of Teachers

40%

30%

20%

10%

0%

Class

Male = Female

In the 60 schols visited, it was found out that out of the total teachers allocated to lower
primary, 86 percent were females as compared to only 14 percent male translating into a gender
imbalance of 72 percent. The distribution was relatively the same for ugpgrwtinmales

higher than females by only 1 percent.

4.3.6Academic and professional qualifications of recruited female teachers

The minimum academic qualification for entry into a Primary Teachers College is the Uganda
Certificate of EducationDuring this study, information on academic and professional
qualification of the300 female teachers interviewed was ascertained and thgs fiakin
presented in Figure 48low;

Figure 4.8 Percentage distribution of female teachers by academic qualification
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Out of 300female teachers interviewed, the highest academic qualification of majority (59%) of
the teachers was Uganda Certificate of Education (UCE) followed by those that had a diploma in
Primary Education whose share 3&gpercentTeachers with W@gda Advanced Certificate of
Educatio constituted the least share 3%

Pertaining to the professional qualification of the female teachers interviewed, majority were
grade Il teachers followed by Grade V teachers. Tableeldw shows the percentage
distribution of female teachers by level of professional qualification;
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Table 47 Percentage distribution ofrecruited female teachers by professional

qualification
S/N | Professional Qualification | No. of teachers Percent
1| Licensed 3 1%
2 | Untrained 3 1%
3 | Grade llI 168 56%
4| Grade V 111 37%
5 Graduate 15 5%
Grand Total 300 100%

Out of the 300 female teachers interviewed, only 6 teachers (2%) had no professional
qualification. 98 percent (294) of the teachers were qualified to teach in prooBsrasper
the country national standards.

4.4 Demographic and professional profile of female teachers

Thedemographic and professional profile of female te&ipeesented to explore the nature of
teacheriterviewed. Results in form of tabled Rigureshave been explained focusing on the
location of female teacher’s resideneeademic and professional qualifications of female
teachersand marital status of teachers, possession of children and support to other family
members.

4.4.11 ocation of female teacher’s residences
Findings from previous studies concur that there is a low presence of female teachers in rural
areasDuring the study, female teachers were required to report on their areas of mesidence

terms of location. Table 4b#low shows the percentage distribution of female teachers by
locationin terms of rural, urban and perban

Table 48: Percentage distribution of Female Teachers by Location

Location No. of teachers Percent
Rural 96 329
Urban 126 42%
PertUrban 78 26%
Grand Total 300 100%

In this study, a total of 300 (rural 96; urban 126éunem 78) female teachers were interviewed.
Majority of the female teachers that participated in this study were residing in-urkeafperi
(58%) areas while those in puneyan areas constituted 42 percent.

4.4.2Marital Status of female teachers

Studies have shown that married people tend to be much sporesitele as compared to the
unmarried. During this study, the female teachers were asked to indicate thasitamaréad
the findngs are presented in Figureb&@w;
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Figure 4.9  Marital Status of female teachers
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Married female teachers constituted the biggest share (222) of the total teachers that participated
in this study followed by the single teacihwo totaled to 48 only. Teachers who had separated

with their spouses were 9 (3%) while those that had divorced were only 12 (4%). Widows and
cohabiting female teachers constituted the least share of 2 percent and 1 percent respectively.

Out of the 222narried teachers (74%) 167 female teachers were staying with their spouses while
56 (26%) were not staying with their spouses. The two main reasons attributed for separate areas
of residence for the spouses include: working in different places whidistarea apart and
inadequate accommodation provided at school. However, it is importaettt@mnoduples

who do not stay together tend to traeelg distances over theeekenddo be with their

families. This tends to reduce on their time on tdbk a&tork places especially on Fridays and
Mondays.

4.4.3Possession of children by female teachers

Bearingchildren in Uganda and Africa at large is one of the social requirements. Possession of
children also has social and financial implications asuatducation, feeding, clothing,
medication and provision of shel@iven the attendant responsibilities of having children, the
number of children is inversely related to the social economic status of an individual. This is
especially so for those irettow income categoiw. this studythe 300 interviewed teachers

were asked to indicate whether they had children or not. A total of 273 teachers indicated that
theyhad children. Table 48low shows the number of teaclagrd correspondingumber of

children

Table 49: Number of teachers by number of children bore

Number of children | Number of teachers %
1 33 12%
2 57 21%
3 60 22%
4 55 20%
5 33 12%
6 19 7%
7 8 3%
8 5 2%

Grand Total 273 100%
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Majority of the female teachers intervieSietythree percen63%) had2-4 childrenTwenty

five percentdB%) of the female teachers ha8 éhildren.

The findings reveal that majority of the teachers were below Uganda’s average total Fertility Rate
(TFR) of 6.7 childreper womanHowever, many ahem are still within the reproductive age,

there are higbhances that they will bear more children

Out of 273female teachers that had child22 (89%vere stapg with their children while

the restwere not staying with their childr@he threemajor reasons as to why some female
teachers were not stayinghvtheir children were due toogu living conditions in the areas

where they teach; lack of quality social servicescfiomls, health facilities, transport); and
insecurity. Female teacheho do not stay with their children due to associated reasons, tend to
have their commitment and concentration stretched between demands which may affect
teaching and learning within the respective schools.

4.4.ASupport to other people

Majority of Arican families are associated with extended families. The extended type of families
in most cases requires support ranging from moral, social and financial. It is also important to
note that AIDs continues to claim lives of parents and guardians leaimdgabnumber of

helpless children (orphans). Given the salary that teachers earn, having additional individuals to
support is likely to not only constrain their financial growth but also teaching duties. During the
study, 284 female teachers indicatedttiey had people they were supporting as presented in
Figure 4.10 below;

Figure 4.10 Number of people supported by teachers
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Out of 284 female teachers that had at least a person they were supporting, 141 (50%) were
supporting 3 to 4 people. Gengralhe findings reveal a burden that female teachers have to
meet given the small salary earned per month and the time they are required to be available in
schools. Failure to meet the requirements of their children as deédinasntsvould result

into absenteeism from school in an effort to close the financial gap.

4.5 School work environment of female primary teachers

Female teacher school work environmefitence the quality of learning outcomes and
motivation levels in one way or the othdihis study examined availability and quality of
accommodation within schocdsieragenonthly pay for the teachers, availability of classroom
resources and the general working environment.

4.5.1Teacher accommodation
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Availability of accommodation wibhool premises is vital as far as achieving quality, efficiency
and effectiveness are concerned. This is because teachers will; travel lesndistanease

time on tasksave money that would otherwise be spent on rent, be motivated to teach and
reduce on absenteeism. During the study, teachers were asked to confirm if they had
accommodation within the school premises and the findings are presented in Figure 4.11 below;

Figure 4.11 Status of Teachers Accommodation in Schools
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Out of 300 femalteachers, only 32 percent were accommodated within school premises leaving
a total of 203 teachets accommodate themselves. Nmeommodation of teachers within

school premises has had a negative impact on the performance of female teachersoSince most
them do not drive, accessing school on rainy days becomes a challenge. The government of
Uganda under the school facilities g(8/G)has labored to ensure availabilityeather’s

houses in some schoolwéver, a sizable number remakaccommodad. The quality and

size of houses provided for each teacher varies. Talileldw shows a space of the houses in

which the 32 percent of the teachers were being accommodated;

Table 410  Available space in teacher’'s houses

Available Space Number of teachers
Bedroom and a Sitting Room 42
Bedroom, Sitting Room and Kitchen 9
Bedroom, Sitting Room, Kitchen and Store 7
Bedroom, Sitting Room, Kitchen, Store and Bathroom 8
Others 31
Grand Total 97

Majority of the teachers (42) were allocated ddgdiom and a Sitting Rao Of the 97
teachers accommodated within school premises, only 11% reported that the accommodation was
adequate while 89% indicated that the accommodation provided was not adequate.

Out of 203 teachers that were not accommodiseti@ol, only 40 percent were staying in their
own houses while 60 percent of the female teachers not accommodated at school were either
renting or housed by friends/relatives. This implies that female teachers incur expenses on
accommodation which coretrs more their litle monthly salaries.

Prepared by Statistics, Research, Monitoring & Evaluation Division
EDUCATION PLANNING DEPARTMENT, FEBRUARY 2008 35



4.5.2Distance travelled by teachers to access school

A total of 203 female teachers did not have accommodation within school prdimeses.
teachers that did not have their own houses where left with theobgiitver renting, seeking
refugee from friends or relatives. The average distance travelled by teachers without
accommodation at school is presented in Tddlbelow;

Table 411  Average distance travelled by teachers to access school

Distance No. of teachers| Percent
Below 1 KM 35 17%

1 Km 20 10%

2 Km 24 12%

3 Km 34 17%
4 Km 42 21%

5 Km 15 7%
SKm+ 32 16%
Grand Total 203 100%

Out of 203teachers that did not have accommodation within school premises, 44rpeetent
at least 4 kilometers ardaily basis. This has a lot of implications more especially pertaining to
time management and absenteeism.

However, on a positive note, 83 percent of the teachers were spéhtliogrsl to access
school while 17 percent were spendibdhBurs. Majaty of the teachers travel to school
foot (55%) followed by those that use bicycles (29%).

4.5.3Accommodation challenges faced by female teachers

Accommodation challenges faced by female teachers are tGloddilehges faced by Female
teachers aommodated at school were different from those of female teachers that reside
outside school. Table 4.8 below shows female teacher accommodation challenges for each of
the category;

Table 412  Accommodation challenges faced by female teachers

S/N | Challenge within school Challenges for those not accommodated at
premises school

1 Lack of privacy Insecuritywhereresidential arease remote and

very far away from sch

2 Congestion due to inadequatdnadequate rooms/Houses to rent in rural areas
houses

3 Rural schools are far from | Financial constraint to meet monthly payment of
health facilitie rent

4 Lack of proper latrines, Late coming and absenteeism due to long distances
bathrooms and kitchen and lack of transport on rainy days
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4.5.4Teacher’s Monthly Pay

The amount of money paid to female teachers varies based on their professional qualification,
years of service among others. Amount paid per month is one of the motivating factors to work
hard. During the study, teachers were asked to entfieeimount of money paid to them per

month and the findings are presented in Figure 4.12 below;

Figure 4.12: Number of teachers by monthly pay
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Majority of the teachers (59.45%) interviewed were earning 240,000 to 280,000 per month. The
teachers indated that their monthly pay was inadequate to meet their pressing needs. To this
effect, a total of 143 teachers had opted to create time for other sources of income which affects
the total time that may be devoted to teaching. The three major antwities teachers were

taking part to supplemethieir monthly pay include; crop farming, tailoring and piggery.project

4.5.5Classroom resources in classes taught by female teachers

The effectiveness of teaching dedrningin schools partlylependson the availability of
classroom resourcéslassrooms equipped with necessary teaching and learning resources also
create a favorable environment for teaching. During the study, female teachers were asked to
indicate the available resources in the clasyearé attached to and the findings are presented

in Table 4.9 below;

Table 413  Availability of classroom resources in classes taught by female teachers

S/N | Classroom Resources No. ofteachers Percent
1 | Teacher has access to equipped librar 177 59%
2 | Class has Writing Board 27° 91%
3 | Thereis access to adequate Chalk 276 92%
4 | There is access to chalk board Duster 20¢ 68%
5 | Class rooms are equipped with cupbo: 62 21%
6 | Class rooms have Bookshelf 42 14%
7 | Teacher Table available in class 16¢ 56%
8 | Teacher Chair available in class 19; 64%
9 | Access to reference materials 225 75%

4.5.6General School work environment

Teacher’s perception on the nature of the s@maonment impason their work behavior

and pupil’'s academic achievem&rechool isbeyonda place where academic skills are taught

and learnt, it is a diminutive community in itself where members interact and influence the
behavior of each other (Shoben, 1962). The particular environment of a school may affect the
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role parttipants in numerous ways: their perceptions, motivations, morale, satisfaction, behavior,
adjustment, learning and performafdes study carried out investigations to establish the
quality of the working environment in the schools visited focusing itemnieras presented in

Figure 4.13 below;

Figure 4.13: School work environment Performance index for ten selected items
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4.5.7Maternity leave

Denial of maternity leave to mothers has life associated implications randewjifigpigreater

rates of dpression, stress, poor health and overall familyByréss, mothers are entitled to 60
working days of maternity leave from the date of delivery to enable them recover and also to take
care of their children at this most critical stage. This sw@yréady revealed that majority of

the female teachers interviewed were married and hence the issue of taking maternity leave
becomegpertinent Table 4.10 below shethie number of teachers by number of times they have
taken maternity leave;

Table 4.84:  Average number of days spent on maternity leave

No. of times granted No. of No. of days spent on leave for each
leave teachers teacher
1 184 60
2 95 120
4 3 240
5 1 300
8 1 480
9 1 540
Grand Total 285

Out of 285teachers who had ever gone fotemmity leave, 97 percent had been granted leave for

1 to 2 times (64% one time; 33% two tinMa)ernity leave has implications on the teaching and
learning process and at the same time government needs to support these mothers. Teachers who
had been graed leave for at least onceyavout of school for 60 days and 120 days for those

who had been granted leave two times. There is need for government to come up with a policy
option to bridge the staffing gap during times of maternity related leave.

4.6 Retention of female teachers within the teaching profession
There is a tendency léginning teachers to leave the profession within the first years of entering

the teaching service. It is importanidentify factors which cause teachers to remairein th
profession, as well as factors relatedacheif the current teacher shortage is to be remedied.
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Studies reveahree major classes of factors that influence teacher retention: external factors,
employment factors, and personal factors. Althoughnaxt@actors including retirement
incentives, alternatives outside of teaching, salary, and the availability of other teaamsng positio
impact a teacher's decision to stay or leave the profession, personanthaoptoyment

factors often providenanymore compelling reasor3uring this study, female teachers were

asked to indicate when they had joined the teaching profession and the findings are presented in
Figure 4.14 below;

Figure 4.14: Year of joining the teaching profession
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Majority of thegachers (30%) interviewed joined the profeksionl996 to 200@llowed by

those who joined the profession from 2001 to 2005. The most recent years shows a declining
trend of female teachers joining the teaching profession. A numbasafas to whythe

female teachers joined the teaching profession were noted. The key motivatinotéacsoes n
presented in Table 4.18low;

Table 4.5:  Motivators to the teaching profession

S/N | Motivating Factor Frequency | Percent
1 Interested in teaching 117 4%
2 | I was forced by parents/ guardians 11 4%
3 | My parents encouraged me 34 12%
4 | My siblings sisters, brothers/relatives inspired me 4 1%
5| My friend(s) inspired me 7 3%
6 | I had no other option 17 6%
7 | had no fees to continue with higher edonati 61 22%
8 | I wanted to get a qualification 14 5%
9 | wanted to join the working class quickly 13 5%

Total 278 100%

Findings reveal thdtat majority of the respondents (42%) joined the teaching profession based

on interest followed by those (22%hat did not have fees to pursue otbareerlines

Generally, considering female teachers that had been inspired by others, over 60 percent of the
teachers were interested in joining the teaching profession. However, there is need to sensitize
teachersvho were forced into the profession suchthiet get to love what they.do

Further, the findings revealed that majority of the female teachers (77%) had served in the same
school for at most ten years. On the other hand, 23 percent of the teackergedafbr at

least 11 years. Figure 4.15 below shows the average number of years served by the female
teachers in the 60schools that were visited,
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Figure 4.15: Number of teachers by years of teaching in current school

250 ~
200 o
150 A

100 A

04 -

_;.r"’ | ' [ ¥ 4 ¥
0 = e

1to 10 11to 20 21to 30 31+
No.of teachers 231 55 9 5

Yearsof teaching in currentschool

=

4.6.2Up grading of professional Qualification among female teachers

Teachings a dynamic profession which requersdic upgrading of skilts order to sustain

the delivery of quality, efficient and effective learning in primary schools. During the study,
female teachers were asteindicate whether they were stuglyo upgrade or not. Table 4.16
below shows the female teacher’s statysgoading in the schools visited.

Table 4.5: Female teacher’s status of upgrading
Status of studying to upgrade No. of female Teachers | Percent

Studying to up grade 62 21%
Wish to up grade 182 61%
Do not wish to up grade 56 19%
Total 300 100%

Out of 300 teachers interviewed, only 21% of the teachers were studying totaipigeade
diploma, graduate or Post graduate. IBagbrity(61%) of the teachers wished to upgrade but
subject to their ability to afford the financial requiremé&hts.desired level for upgrading
ranged from grade V to post graduate with majority desiring to at least obtain a diploma in
primary education. A total 8 female teachers did not wish to upgrade due to seven reasons;

Reached the desired level of upgrading
Retiring soon

Lack of financial support to afford tuition
Lack of time due to other responsibilities
Negative attitude towards being a teacher
Fear & leaving thé&amily

Worrying health conditions

© O OoOwoovo

In addition a number ofeasons were ascertained as to why some teachers find it a challenge to
upgrade and the key ones include the following;

Demanding responsibility of bearing and raising children

Pressure to extend support to other family members and relatives which takes the little

salaries paid to the teachers

9 Lack of motivation and interéstteachingvhich makes female teachers to lose hope in
teaching

9 Influence/ denial and oppression by husbands

9
9
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9 Inaccessible teacher trainmsgitution fromwork station

9 Worrying health conditions

9 Time lag between completionupigradingnd accessing employment.
9 Laziness and Lack of confidence

4.6.3Teaching career Break

The break in teaching service inwleaving teaching for a peritae to personal reasombe

length and the type of the breaks in teaching semsicevary from one teacher to aeoth
Teaching career break exerts pressutbeoaffected schools as replacements may take time
ranging bveen six to 12 months. During the study female teachers were asked to indicate
whether or not they had a break of service for the years they have served in the profession.
Figure 4.16 below shows the share of female teachers who had a break in service;

Figure 4.16: Dumber of female teachers who had a break in service
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Out of 300 female teachers, 41 (14%) had a break in the teaching service while 259 (86%) had
never had a break at the time of the visit. Among the key reasons attributed to service break
include: @er delagd access$o the payrol] Long distance to schodlittle monthly pay as a

teacher Discouragement in teaching by the commu8itknessnd Deletion from payroll

without anyexplanation.

On the other hand teachers who had persistéauight since joining the profession also
indicated a number of motivating factors which enabled them not to break from the teaching
service and these include;

Love for the children to learn

Motivating and encouragihgad teacheesd friends
Interesedin the job and profession

Teaching as the ordgurce of income

Support of other teachers

The holidays given three times in a year is motivating
Presence of hardship allowance

High level of socialization with community
Hoping for pension and gratuity

Opportunity for salary loans

4.6.4Job Satisfaction Levels among female teachers

O O OOWOO OO
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Job satisfactioris very critical in attracting and retainifegnale teachers in the teaching
profession.This study assessed the lev&mhleteachers’ job satisfactiand the findings are
presented in Figure 4.17 below;

Figure 4.17: The level of female teachers’ job satisfaction

mVeryHigh
mHigh
Moderate
mlow
42% mVerylow

The proportion of teachers whose job satisfaction was at least high was very low (Very high 4%;
high 6%). The job satisfaction leves waderate for majority of the teachers (42%) while
almost half (48%) of the teachers were negative on their job satisfaction levels. Overall, only 55%
of the 300 teachers indicated that they would join the same profession of teaching given a
second chande life. This reveals that the level of dissatisfaction is high which may affect the
learning outcomes in the lamg.

4.7 Working conditions in government and private schools

Both Government and Private primary schools work towards achieving, effieietnie and

quality learning outcomes. However, there tends to be differences that a female teacher in a
government schools may experience as compared to those experienced by female teachers in
private schools. Findings of the study revealed thatrG&ntpef the 300 female teachers
interviewed had observed differences in working conditions between government schools and
private skools as presented in Table H#d@w;

Table 4.2 Working conditions in government and private schools

S/N | Differences etween Private and Government scl
Private Government
1 Hardly give maternity lee Maternity leave is a guara
2 Limited number of classrooms Schools have enough classrooms
3 No job securit There is job secur
4 Limited study opportunities More $udy opportunities
5 Inadequate instructional materials in most | Equipped with instructional matel
6 Too much work in private schools Less work
7 No school transfe Subject to school trans
8 Irregular salary payment Regular salaryapment
9 No pension paito retiring teachel Pension paito retiring teache
10 | Low salaries paid in private schools on averagetter salaries paid on average
11 | Provision of lunc No lunch provided to teach
12 | Hard to get a loan from a bank Easy to get a loan from a bank
12 | Oppression by head teachers is cor Limited oppression by He teachel

4.8 Trends of Primary teacher in rural and urban
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Majority of female teachers in Uganda prefer teaching in urban schools as compared to the rural
schools. This preference leads to creation of staffing gaps between the established teacher ceiling
and the number of teachers in post. During this study, the number of teachers on payroll by sex
and location was examined.

4.8.1Trends of Primary School Teachers on Payroll
Primary education in Uganda has had the experience of a growing enrollment more especially
after the introduction of UPE in 19%7onsequently, the number of teachers on the payroll has

been on the increase both in rural and urbas aneer the years. Figure 4.18 below shows
trends of teachers in payroll in the schools visited

Figure 4.18: Trends of primary school teachers on Payroll
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The number of teachers on payroll has increased by 49 percent (male 62%; female 40%) from
515 (27male; female 298) in 2007 to 769 (351 male; 418 female) in 2011. For all the years
reviewed in this study, there were more female teachers on payf88%2200856% ;

200955% 201656%; 201-64% as compared to the males.

In addition, there wenariations between the number of teachers in rural areas and in urban
areas. Figure 4.19 below shows the percentage share of teachers on payroll in rural areas;
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Figure 4.19: Percentage share of teachers on payroll in rural areas
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Sex 2007 2008’ 2009’ 2010' 2011'
Male 102 120 122 133 168
Femal 6€ 7€ 7€ 9z 117
Rura Tota 16¢ 19¢ 201 22¢ 27¢
Se: 2007 200¢ 200¢ 201C 2011
Male 11F 15¢ 17( 16¢ 18:
Female 232 270 282 284 307
Urban Total 347 426 452 452 490

Of the total teachers over tears, those teaching in rural schools constituted a share of at most
36 percent (2011) and at least 31 percent (2009paiftaiashows asimultaneous surplus
urban areasnd shortag rural areas

4.8.2Female Teacher Transfer

Studies reved#ha learnersn highpoverty schools are much more likely to be taught by less
qualified teacherEhis is lecause urban schools téméattract majority of the qualified teachers

to an extenthateven those deployed in rural schools seek for transferuxb#m schools. The

more the number of transfers, the more the number of schools taught. During the study, female
teachers were asked to indicate the number of schools ever taught to establish the magnititude of
transfers within schools and the findimggeesented in Figure 4.20 below

Figure 4.20: Number of schools ever taught
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Results show that half of the female teachers interviewed had tawrghtamwo schools
followed by those that had taughthireeto four schools. Female teachers whothaght in
five or more schools constituted otdppercent.

Findings of this study further revealed that 103 (34%) of the 300 teachergowished
transferred to other schools of which 24 teachers had made formal request to be tidresferred.
reasonsigen for their wishing to be transferred include the following:

Desire to serve in other araas have that experience

Desire to stay closergood sociaervices

Theneedfor a school with accommodatimnreduce on distance travelled or cost of
rert

The need to stay witamily

Insecurity

Misunderstandings at school

The need to engage imban income generating activities

© © o
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Out of 103 teachers that wished to be transferred, 70 percent were targeting urban schools. This
implies that the rural scheawill continue to be affectemilessworking conditions in rural

schools are made more attractiadings also revealedthat the averagetimeframe for
processing transfers on requesttin@e to five months

4.9 Policy options and actions to increasing the supply of female teachers in schools

There is need to increase the supply of female teachers to meet their growing demand more
especially in rural schodiring the study, interaction was made with female teachers in an
effort to find out somefdhe feasible policy options and actions that would help government in
increasing the supply of female teachers. The following warestishared options

Increase share of female teaathenisig recruitmerdnd training
Provide opportunity to femateachers to upgrade

Encourage female teachers to join the teaching profession.
Sensitization of parent, husbands on the girl child rights from primary level
Motivate femaketo enroll in teaching profession

Use role models to peer educate others

Constriet teacher’s houses

Provide lunch and break at school

Post female teachers nearer their homes

Provide accommodation for female teachers

Provide free/ scholarship to PTC training for female

© OO O©OOOOOOoOo

4.10 Challenges faced by female teachers and proposed solutions

In the study, an effort was made to establish the challenges that female teachers are confronted
with in the execution of their teaching duliable 4.8 below shows key challenges faced by
female teachers in schools and the proposed solutaonslieatethe situation;

Table 418 Challenges faced by female teachers and proposed solutions
S/IN Challenge Proposed Solutiol
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1 Lack of accommodati Construct adequate teacher’s h
2. Inadequate maternity leave | Revise maternity leave to at leagheixhs
3. Not staying with family Transfer female teachers to schools nearby their
family
4. Intimidation by male teachers Provision of law that safeguards female teachers
or head teachers from intimidation
5. Sexual harassment Provision of law that safeguafdmale teachers

6. High cost of living amidst
low incom

from sexual harassment
Increase teacher’s salaries bas@tlation rates

7. Poor school accommodatit Improve the design and quality of

with no privacy
Work over load
Delaxec access to payr

© ®

10. Non provision of lunch ¢
school

accommodation at school

Fill all vacant positions in all sch

Improve feedback mechanisms on submissions
made for payroll acc

Include feeding of teachers in the UPE budget

11. | Deletion of teachers names ¢ Write warning letters to teachers three months in

the payoll without
explanation

12. Lack of opportunity to (-
grade

13. Denial to teach yerclasses

14. Lack of gender sensiti

advancéo enable them respond appropriately

Provide partial sponsorship for female teacher.
want to upgrade
Fair and equal distribution of responsibilities

Revise the design of facilities and infrastructure

sanitary facilities like latrines| putting into consideration gender aspects

bathrooms
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS

5.1 Conclusions

This study established teacher recruitment processes at district level, examined trends relating to
numbers and status of female primary school teachers in Uganda. The study also made
recommendations to address issues thatemerg

The placement of female teachers in Uganda is lopsided. While some urban primary schools are
overstaffed with female teachers, some rural areas have virtually no female teachers. For a
variety of reasons, female teachers do not want to be postatl sohmols. Invariably, the key

issue is the unattractiveness of rural schools, especially in remoter locations. Their resistance to
working in these hattd-staff schools reinforces urban bias. The extent to which the recruitment
process igentralizeds a key factor in shaping deployment outcomes. In Uganda, primary
teacher recruitment is decentralized and is undertaken by the District Service Commission.
Teachers are recruited and posted to schools that they are not familiar with. As a result, they
report to the schools for a short time and then leave or request to be transferred to other
schools.

Findings show that the percentage share of female student {eathéfear 1 &2} PTCs in

terms of enrolment is 42.6 between 2007 and 2011. Over ¢hgesidh, this percentage share
reduces further at the time of graduation given that the average pass rate of female student
teachers at the end of Year 2 is @h%bthat of male student8&In terms of recruitmerand
deploymentfindings show that ev the same period, the average percentage female shares of
vacancy applicants, shortlisted candidates, and successful canduizés/ed teachers who
reporedand remaied at their duty stations were 42, 38, 44.5 and 39 respektiveiging to

payoll data from the Ministry of Public Service, the percentage share of female teachers on the
payroll in August 2012 wasT38s percentage hegher in urban areas and lower in rural areas.

The challenge obWer participation in primary educationdsygdle teachers in rural astams
right from the time of training to deployméftie unfavorable conditions in the rural schools
aggravate the situatiorne statusjuo has been attributed to but not limited to the following
factors:

(i) Low enrolment of fmale student teachgers

(i) Low quality of facilities at the Primary Teachers’ Colleges;

(i) Lack of facilitiesat the schoolsThere are no facilities in rural schools, e.g. houses,
electricity, cleawater, medical facilities etc;

(iv) Absence of appropriate schods their children. Educated mothers know the value of
quality education and will resist taking their children to rural schools with low standards;

(v) Proximity to spouses. Female teachers like to be close tousieEinds for security
reasons;

(vi) Men working irurban areas whose wives are teachers want their wives to be posted in
urban areas. They may even prefer their wives to stay at home than work in jrural areas
and,

(vii) Limited opportunities to go for further studies. Female teachers working in rural areas
seldm have chances of going for further studies. Information on further studies reaches
them lateor neer reaches them at.all

In light of the challenges above identified by the study, it is plausible to state that thenttaining
recruitment of more feneakeachers and their subsequent deployment to rural schools is not a
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sufficient condition for increasing their participation in rural schools. The sufficient ctwditibn s
be putting in place strategies to attract and retain female tedwrerioirach/stayareas.

5.2 Recommendations

In order to overcome the above challenges, the following measures can be undertaken:

(i) Increase the share of female teachers drainipg andecruitmentraining;

(i) Government should provide study loans to ferma@éers based in rural schools;
(i) Construct adequate teacher’s houses;

(iv) Include feeding of primary school teachers under UPE capitation grants;

(v) Increase teachers’ salaries based on inflation rates;

(vi) Fill all vacant positions in all schools to reduce the adrklo

(vii) School specific recruitment of female teachers preferably those vaino arertarried in
that locality;

(viii) Recruitment of untrained female teachers on trial. Girls who have completed senior four
but have not gone for any training can be recruited sll@é@mnder an in service teacher
training program. Is hoped that once they complete the course, they will stay in the rural
schools. As a deterretdt high turnoverteachers who have gone througkenvice
trained should be given their teachingficates after at least three years;

(ix) Prioritize female teach@rghe allocation advailable houses

(x) Encourage ale teachers who teach in the rural areas to marry female vadcheise
same district to create stability and security;

(xi) Putin placereincentive scheme to encourage fematbdesito work in rural schools;
(xif) Grooming female teacher role modsis!,

(xiii) Put in place aomprehensive rural housing scheme to attract teachers and other public
servantdo rural areasThis will attract developmetitereby reducing the rutaban
staffinggap.
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