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This study explores the views of female teachers regarding the factors that act as inhibitors or enablers of female participation in leadership positions in education. The research focuses on the participants’ views on family and personal responsibilities, as well as on social perceptions and gender stereotypes, which are often a barrier to women’s professional advancement in managerial positions. At the same time, the factors that contribute to encouraging and motivating women to seek and take on managerial roles in education are also examined. The research data was collected through an online questionnaire, from a sample of 96 female teachers.
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1. Introduction

The National Action Plan for Gender Equality (NAPGE, 2017) points out that gender inequalities extend throughout the education system, manifested in curricula, textbooks, teaching practice, teacher expectations, language, career guidance and unequal gender representation in positions of responsibility and decision-making. Although women make up the majority of teaching staff in Greece, their presence in leadership positions remains limited.

According to recent data, in the 2011 elections for school principals across the country, men held 2,567 positions, while women held 1,192, which corresponds to 31.7%. In 2017, of the 3,586 principals in primary education, 2,150 were men and 1,436 were women, with women accounting for 40% (Triantafyllidou, 2022).

According to recent data by (Kordis, 2016), based on ‘My School’ information system of the Ministry of Education, in a total of 13,130 primary and secondary school units, 7,898 management positions were held by women (60%) and 5,232 by men (40%). These data show that women clearly outnumber men in school administration at these two levels.

A recent survey (Fragou, 2021) involving 169 female teachers examined their views on the representation of women at the higher levels of school administration. A key finding was that the majority of participants felt that men occupy more leadership positions in education, without necessarily having more academic qualifications or higher education.

Research by Iliadou et al. (2023) highlighted two main categories of barriers for women in leadership: actual conditions and social perceptions. The main barrier concerns family responsibilities, which make it difficult to acquire qualifications and achieve work-life balance, while they also reproduce stereotypes about gender roles. Despite acknowledging that perceptions such as ‘women teach, men manage’ are outdated, these may still influence school management. Sexist attitudes can still be observed in teachers’ associations, while trade unions act as support mechanisms for those who aspire to positions of responsibility. Lack of support, social stereotypes and the need to recognize the value of women were highlighted in the participants’ responses. Some men suggest solutions such as family support and overcoming outdated attitudes.

In conclusion, objective barriers and social perceptions feed on each other, making it difficult to reverse gender inequalities despite institutional provisions. They reflect deeper gender inequalities that permeate both the workplace and the broader social context and often act as a barrier to women’s career advancement in education. However, growing awareness around gender equality issues and the strengthening of social empowerment movements appear to be encouraging more active assertion of administrative roles by female teachers. Investigating the factors that influence female participation in leadership positions seems critical, both to promote equality in the workplace and to improve the quality of educational leadership.

2. Methodology

This study aims to critically analyse the views of female teachers on the factors that either inhibit or enable their participation in leadership positions in education. Specifically, personal and social mechanisms that act as barriers, such as family responsibilities, social biases, and concerns about acceptance by professional and student environments, are explored. At the same time, the factors that motivate and encourage women to aspire to and take on managerial roles are examined. The aim is to gain a deeper understanding of the dynamics of women’s leadership in order to contribute to evidence-based policies and practices that promote gender equality in the education sector.

The individual objectives of the research, which are also reflected in the main research questions, are the following:

1. Which personal factors, according to the perceptions of female teachers, act as inhibitors to taking leadership positions in the educational sector?

2. Which personal factors, according to the perceptions of female teachers, enable their take-up of leadership positions in the educational sector?

3. What social factors and gender stereotypes, according to female teachers’ perceptions, limit female participation in taking leadership positions in the educational sector?

This research aimed to collect data through a questionnaire, which is one of the most widely used research tools for collecting quantitative data (Gray, 2023). The questionnaire was distributed through an online Google form, specifically designed and configured by the researchers. The final sample consisted of 96 women working in the education sector. The study focuses on two main aspects: (a) personal concerns that prevent women from taking on leadership roles, and (b) personal factors that enable taking on such positions, and (c) social stereotypes that act as inhibiting factors. The questionnaire includes four questions about the demographic characteristics of the participants and 20 Likert-type statements, 7 for research question 1, 7 for research question 2 and 6 for research question 3. Simultaneously with the distribution of the questionnaire, teachers received a cover letter explaining the purpose of the survey, and guaranteeing the protection of their privacy. In order to ensure the validity and reliability of the research instrument, and by extension of the overall research process, the internal consistency of the questionnaire questions was assessed using Cronbach’s alpha, which indicated a value of 0.837 for the scale exploring women’s own family and personal concerns, 0.786 for the factors that contribute to the take-up of leadership positions by women teachers and 0.832 for the social factors and stereotypes that lead to underemployment. This high value suggests that the instrument has sufficient reliability and can be used in future research on related topics (Roussos & Tsaousis, 2011).

Convenience sampling (Babbie, 2021) was used. The form was disseminated through social media groups related to the educational sector in Greece. Data analysis was conducted using the statistical software JAMOVI.

2.1. Description of the Sample

The tables below show the composition of the sample according to the demographic questions of the questionnaire.

The data in Table I shows that 20 participants (or 20,8%) are up to 30 years old, 34 participants (or 35,4%) are from 31 to 40 years old, 18 participants (or 18,8%) are from 41 to 50 years old, 22 participants (or 22,9%) are from 51 to 60 years old and 2 participants (or 2,1%) are over 60 years old.
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The data in Table II shows that 32 respondents (33.3%) have a bachelor’s degree, 60 have a master’s degree (62.5%), 2 respondents have a doctorate (2.1%) and also 2 respondents have a post-doctorate (2.1%).
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The data in Table III show that 48 individuals (50%) are secondary school teachers, 40 (41.7%) are primary school teachers, and 8 (8.3%) are secondary school principals.
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The data in Table IV show that 34 female teachers (or 35.4%) have up to 5 years of previous experience, 10 teachers (or 10.4%) have between 6 and 10 years of previous experience, 18 teachers (or 18.8%) have between 11 and 20 years of previous experience, 32 teachers (or 33.3%) have between 21 and 30 years of previous experience, and 2 teachers (or 2.1%) have 31 years or more of previous experience.
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3. Results

The data in Table V show that: for the first statement, “they are concerned that they will neglect their family responsibilities,” 62 female teachers (64.6%) agree that they will neglect them, which prevents them from taking on positions of responsibility, 12 (12.5%) disagree, 12 (12.5%) neither agree nor disagree, 8 (8.3%) strongly agree, and 2 (2.1%) strongly disagree.
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Regarding the second statement “They are concerned that they will not be able to devote the necessary time to leadership positions.” 42 women (43.8%) agree that they will not be able to devote the necessary time to them, 20 (20.8%) disagree, 16 (16.7%) neither agree nor disagree, 14 (14.6%) strongly agree, and 4 (4.2%) strongly disagree.

Regarding the third statement, “They are concerned that they will not have the support of their loved ones,” 42 women (43.8%) agree that they will not have the support of their loved ones, 20 (20.8%) disagree, 20 (20.8%) neither agree nor disagree, 10 (10.4%) strongly agree, and 4 (4.2%) strongly disagree.

Regarding the fourth statement, “They are concerned that they will not be able to meet the requirements of these positions,” 40 women (41.7%) disagree, 32 (33.3%) agree, 12 (12.5%) neither agree nor disagree, 8 (8.3%) strongly disagree, and 4 (4.2%) strongly agree.

Regarding the fifth statement, “They do not have the time needed to acquire the qualifications required to take on such a position,” 40 women (41.7%) disagree, 28 (29.2%) agree, 16 (16.7%) neither agree nor disagree, 8 (8.3%) strongly agree, and 4 (4.2%) strongly disagree.

Regarding the sixth statement, “They are reluctant to take on leadership positions, especially in the higher grades where older students study,” 44 women (45.8%) disagree, 30 (31.3%) agree, 16 (16.7%) neither agree nor disagree, 4 (4.2%) strongly disagree, and 2 (2.1%) strongly agree.

Regarding the 7th statement, “They believe that they will not be able to assert themselves and earn the respect of their students,” 54 women (56.3%) disagree, 16 (16.7%) agree, 12 (12.5%) strongly disagree, 12 (12.5%) neither agree nor disagree, and 2 (2.1%) strongly agree.

The data in Table VI show that: for the first statement “They seek leadership positions because they feel confident,” 46 female teachers (47.9%) agree, 22 (22.9%) strongly agree, 18 (18.8%) neither agree nor disagree, 8 (8.3%) disagree, and 2 (2.1%) strongly disagree.

[image: images]

For the second statement, “They believe they excel in crisis resolution skills,” 46 female teachers (47.9%) agree, 26 (27.1%) neither agree nor disagree, 16 (16.7%) strongly agree, and 8 (8.3%) disagree. No teacher strongly disagrees.

For the third statement, “They believe they excel in organizational skills,” 42 women (43.8%) agree, 26 (27.1%) strongly agree, 24 (25%) neither agree nor disagree, 4 (4.2%) disagree, and no teachers strongly disagree.

For the fourth statement, “They believe that they excel at developing good interpersonal relationships in the school environment,” 36 (37.5%) agree, 32 (33.3%) neither agree nor disagree, 16 (16.7%) disagree, 12 (12.5%) strongly agree, and no teachers strongly disagree.

For the fifth statement, “They believe that they excel in developing good interpersonal relationships with the parents of their students,” 48 (50%) agree, 34 (35.4%) neither agree nor disagree, 10 (10.4%) strongly agree, 4 (4.2%) disagree, and no teachers strongly disagree.

For the sixth statement, “They believe they excel at innovative ideas,” 38 (39.6%) agree, 36 (37.5%) neither agree nor disagree, 16 (16.7%) strongly agree, 4 (4.2%) disagree, and 2 (2.1%) strongly disagree.

For the 7th statement, “They believe they have a developed sense of justice,” 44 (45.8%) neither agree nor disagree, 30 (31.3%) agree, 16 (16.7%) strongly agree, 4 (4.2%) disagree, and 2 (2.1%) strongly disagree.

The data in Table VII shows that: for the 1st statement “They have been taught since childhood to believe that they are not suitable for leadership roles” 42 female teachers (43.8%) agree, 32 (33.3%) disagree, 12 (12.5%) neither agree nor disagree, 10 (10.4%) strongly disagree and none strongly agree.
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For the second statement ‘They are concerned that they will not be judged on merit but on the basis of their gender’ 36 female teachers (37.5%) agree, 28 (29.2 %) disagree, 22 (22.9%) neither agree nor disagree, 6 (6.3%) strongly agree and 4 (4.2%) strongly disagree.

For the 3rd statement “Do they think that social stereotypes about women as the weaker sex affect their acceptance in positions of responsibility” 36 female teachers (37.5%) agree, 32 (33.3%) disagree, 14 (14.6%) neither agree nor disagree, 10 (10.4%) strongly agree and 4 (4.2%) strongly disagree.

For the 4th statement ‘They are worried that they will not have the support of their superiors and the acceptance of their colleagues, especially men’ 38 (39.6%) agree, 28 (29.2%) disagree, 16 (16.7%) neither agree nor disagree, 6 (6.3%) strongly agree and no teachers strongly disagree.

For the 5th statement “They believe that there are female role models who positively encourage them” 44 (45.8%) disagree, 20 (20.8%) agree, 20 (20.8%) neither agree nor disagree, 8 (8.3%) strongly disagree and 4 (4.2%) strongly agree.

For the 6th statement ‘Do you believe that the election of leaders is influenced by political interests’ 32 (33.3%) agree, 247 (25%) disagree, 20 (20.8%) neither agree nor disagree, 12 (12.5%) strongly agree and 8 (8.3%) strongly disagree.

4. Conclusions

4.1. Conclusions Based on Demographic Characteristics

The analysis of the demographic data shows that the sample of participants consists of 96 female teachers, the predominant age group being that of 31–40 years old, to which 34 women (35.4%) belong. Next comes the age group 51–60 years old with 22 participants (22.9%), while 20 women (20.8%) belong to the age group 20–30 years old and 18 women (18.8%) to the age group 41–50 years old. Only 2 participants (2.1%) are over 60 years old.

In terms of education level, 60 teachers (62.5%) have a master’s degree, 32 (33.3%) hold a bachelor’s degree, while 2 participants have a doctorate and 2 participants have a post-doctorate (2.1% each).

In terms of job position, 48 women (50%) serve as secondary school teachers, 40 (41.7%) as primary school teachers, while 8 participants (8.3%) hold principal positions.

Finally, in the distribution of years of experience, 34 female teachers (35.4%) have 1–5 years of experience, 32 (33.3%) have 21–30 years, 18 (18.8%) report 11–20 years, 10 (10.4%) have 6–10 years, and 2 (2.1%) have more than 30 years of experience.

Overall, the sample is diverse in terms of age and work experience, with the majority having a postgraduate degree and working in either primary or secondary education. The low proportion of women in managerial positions underlines the under-representation of women in leadership positions in the education sector.

4.2. Conclusions Based on the Research Questions

4.2.1. First Research Question

In conclusion and regarding the 1st research question, the answers of female teachers to the 1st statement show that the majority of women (64.4% agree, 8.3% strongly agree) are concerned that taking a position of responsibility will lead to neglecting their family responsibilities. This finding highlights the pervasive internalisation of the social role of women as primarily responsible for the family, which reinforces gender inequalities in career progression. In the 2nd statement, almost 58.4% (43.8% + 14.6%) of women agree or strongly agree that they cannot devote the required time to leadership positions, which is probably directly linked to increased personal/family responsibilities. For the 3rd statement, about 54.2% (43.8% + 10.4%) of women agree that they will not have support from their close environment. This demonstrates the importance of social context and interpersonal relationships in the decision to take on a leadership role. In statement 4, the half of women (50%) disagree or strongly disagree with the view that they cannot meet the demands of a leadership position. This reveals that many women believe in their abilities but are hindered by external factors (e.g. time, family, support). In statement 5, almost half (45.9%) disagree or strongly disagree that they do not have time to acquire qualifications. This means that lifelong learning is not rejected, but women feel pressed for time, possibly due to multiple roles. In statement 6, the half of women (50%) disagree or strongly disagree with the statement that they are reluctant to take up positions at higher levels, so this factor does not seem to act as a disincentive to the same extent. In the 7th statement, 68.8% (56.3% disagree + 12.5% strongly disagree) feel that they do not have a problem with being imposed and respected by students. So there does not seem to be an internalized doubt as to the pedagogical role or leadership presence in the classroom.

The findings highlight that female teachers do not question their abilities or their ability to assert themselves, but acknowledge that external social and family factors, such as caring responsibilities, lack of time and insufficient support, limit their potential to participate in leadership roles. The problem is not self-esteem or professional competence, but the overall social context that is not conducive to women’s leadership development.

First of all, the role of women in the family is highlighted as a major obstacle. A 64.4% of women agree that they are concerned about neglecting family responsibilities, which acts as an inhibitor to their decision to take on leadership positions. This concern is reinforced by the belief that they will not be able to devote the necessary time, as stated by 58.4% of participants, and that they will not have the support of their family members, as answered by 54.2%. These responses reveal the constant pressure on women to balance career advancement and family responsibilities within a context of societal expectations.

However, it is noteworthy that the majority of women do not question their abilities. 50% say they are not afraid of not meeting the demands of a leadership position. At the same time, a significant proportion (68.8%) disagree with the view that they find it difficult to assert themselves or earn the respect of students, which refutes the stereotype of ‘powerless’ women in leadership.

Furthermore, it does not appear that female teachers are hesitant because of the type or level of school, as 50% disagree with the statement that they find it difficult to take on leadership at higher levels.

Finally, although they do not consider that they lack the necessary skills, 37.5% say that they do not have the time to acquire them, which is again linked to the overall distribution of responsibilities in women’s lives.

The findings of this survey are confirmed by other studies. According to Labaki (2020), in a study conducted in secondary education in Xanthi highlighted the obstacles women face in their efforts to take on leadership roles, the main ones being family responsibilities, male-dominated managment, partisanship and lack of support. Similarly, Fragou (2021) showed that the barriers are not related to lack of ability or disposition, but are related to the dual role of mother-employee, unequal treatment and social stereotypes that limit women’s ambitions and opportunities for managerial advancement. The same barriers, namely family responsibilities, lack of time due to commitments, and motherhood, were also highlighted by the research of Adamopoulou (2016), Dara (2019) and Rabas (2013), confirming the stability of the factors that hinder women’s career advancement over time.

4.2.2. Second Research Question

Regarding research question 2, a significant percentage of women (70.8% overall) agree or strongly agree that they seek leadership positions because they are confident. This finding is particularly positive as it refutes stereotypical perceptions of women’s lack of ambition or introversion and shows that many feel capable of leading. 64.6% say that they agree or strongly agree that they are superior in resolving crises, while none strongly disagrees. This indicates that women teachers recognize themselves as effective agents in the critical issues of school life. 70.9% of the participants believe that they excel in organizational skills, an element that is crucial for successful performance of managerial duties. Although 70.8% do not express a clear opinion (33.3%) or disagree/strongly disagree (25%), 50% of the women agree or strongly agree that they excel in interpersonal relations with colleagues at school. This reveals a slight concern or hesitation in identifying themselves as ‘good’ at managing relationships in the workplace. In contrast to the previous one, more confidence is recorded in relationships with parents of students: 60.4% agree or strongly agree that they are more confident in relationships with parents, which reflects an area in which women feel comfortable and competent. 56.3% say they have innovative ideas, while a remarkable 37.5% remain neutral. This finding may indicate partial insecurity or a lack of support for their creativity from the institutional environment. Regarding the sense of fairness, there is some ambivalence, with 45.8% stating neutral and only 48% agreeing or strongly agreeing. The finding may reflect the sensitivity of the issue of justice in the school setting, where women seem to be reluctant to attribute absolute moral superiority to themselves.

Therefore, the findings in Table II reveal a strong internal picture of female teachers positively identifying and evaluating their professional and managerial competences. Self-confidence, crisis management and organizational skills emerge as key elements of their leadership profile. Despite individual reservations, the overall picture is empowering and reinforces the argument that women in education are perfectly capable and willing to lead, given the opportunities and institutional and cultural support. This picture differs from the findings of Marangoudaki (1997), who argued that the reduced presence of women in management positions is due, among other things, to internal factors, such as lack of self-confidence, interest or sense of competence, which limit their ambitions. Similar findings are also recorded in the studies of Adamopoulou (2016), Dara (2019) and Rabas (2013), which highlight the reduced self-confidence of women in the formation of low self-esteem and management timidity. In fact, the analysis of the findings of the study by Iliadou et al. (2023) revealed that a key barrier for women concerns family responsibilities, which makes it difficult for them to acquire the required formal qualifications now considered necessary for holding positions of responsibility. Moreover, combining work and family responsibilities is proving particularly difficult, as the latter are still considered, according to traditional perceptions, to be primarily a woman’s business.

4.2.3. Third Research Question

Regarding research question 3, a significant share of women (43.8%) acknowledge that they have grown up believing that they are not suited for leadership roles, which highlights the long-standing influence of gender stereotypes on women’s self-perception and career aspirations. Although 33.3% disagree with this statement, the high level of agreement confirms that cultural and family upbringing is still a barrier to women’s leadership emergence. About 40% (agree + strongly agree) of women say they are concerned that they will not be judged on merit but on the basis of gender. This finding highlights the pervasive fear of discrimination and lack of trust in the leadership selection system, which may discourage many capable women from running for office. 47.9% of participants (agree + strongly agree) believe that social stereotypes that present women as the “weaker sex” affect their acceptance into leadership positions. This data demonstrates that, in addition to their personal potential, many women feel that social perception continues to undermine them in power roles.

Around 46% (agree + strongly agree) express concern about their support and acceptance in the work environment, especially by male peers or supervisors. This finding highlights the fear of being marginalised or challenged, which acts as a deterrent to women aspiring to leadership positions. A share of 54.1% (disagree + strongly disagree) say they do not feel there are female role models who positively encourage them, which is a critical barrier to fostering ambition and confidence in younger women. The lack of visible female leadership role models reinforces the sense of loneliness and isolation on the leadership path. Overall, 45.8% (agree + strongly agree) believe that political considerations influence the processes of selecting leaders in education. This evidence demonstrates a general sense of limited transparency, which reinforces feelings of frustration and potentially acts as a disincentive for women who lack political “backing”.

Therefore, the data in Table III clearly outlines the multiple exogenous and socially constructed factors that continue to prevent or discourage women from taking on leadership roles in education. Cultural imperatives, gender stereotypes, lack of meritocracy and inadequate female role models shape an environment that, even when women have the skills and confidence (as found in Table II), confronts them with visible and invisible barriers. This is the context of Marangoudaki’s (1997) interpretation, which points out that the limited presence of women in managerial positions is mainly due to social factors stemming from the capitalist and patriarchal framework of society, which poses obstacles to their professional advancement. The power of social stereotypes is confirmed by the study by Hoobler et al. (2014), according to which managers’ preconceived ideas - that women have less ambition and experience than men - limit their opportunities for career advancement, leading to their reduced presence in leadership positions. The same barriers, i.e. social stereotypes, were also highlighted in the aforementioned studies by Adamopoulou (2016), Dara (2019), Rabas (2013) and Iliadou et al. (2023), confirming that gender biases remain one of the most stable and long-lasting barriers to women’s professional advancement in education.

In summary, the survey findings reveal a complex set of barriers that limit women’s participation in leadership positions in the education sector, which are not related to a lack of skills or qualifications, but to social, institutional and cultural factors. Social perceptions, gender stereotypes, family responsibilities, lack of support from the professional and family environment and the questioning of meritocracy play a central role, creating a climate of insecurity and unequal opportunities, despite the declared competence of many women. The need for targeted gender equality policies in educational administration is urgent and includes strengthening positive female representation, implementing transparent and merit-based selection procedures, institutional and social support for women with family responsibilities, and fostering a culture free of gender discrimination. Only through such actions can women’s effective empowerment and equal access to positions of responsibility be achieved, thus contributing to a more just, democratic and quality education system that makes full use of human resources regardless of gender.
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Percentage % 12,5 22,9 14,6 16,7 20,8 20,8
I agree 42 36 36 38 20 32
Percentage % 43,8 37,5 37,5 39,6 20,8 33,3
I completely agree. 0 6 10 6 4 12
Percentage % 0 6,3 10,4 6,3 4.2 12,5
Sets 96 96 96 96 96 96
Cumulative 100 100 100 100 100 100

percentage
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TABLE II: DISTRIBUTION OF TEACHERS’ RESPONSES BY HIGHER
EDUCATION QUALIFICATION

Education Frequencies  Percentages % Cumulative
percentage
Bachelor’s degree 32 33,3% 33,3
Master’s degree 60 62,5% 95,8
Doctorate 2 2,1% 97,9
Postdoctoral degree 2 2.1% 100,0

Total 96 100
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TABLE V: PERSONAL FACTORS, ACCORDING TO FEMALE TEACHERS’ PERCEPTIONS, THAT ACT AS BARRIERS TO TAKING ON LEADERSHIP POSITIONS IN THE

EDUCATION SECTOR

Likert scale

They are
concerned
about their
family

They are
concerned that
they will not be they will not have

able to devote the
responsibilities necessary time to

They are
concerned that

the support of
their loved ones

They are
concerned that
they will not be
able to meet the
requirements of

They do not have They are reluctant
the time needed to
acquire the
qualifications
required to take on

to take on
leadership roles,

They believe that
they will not be able
to assert themselves

especially in the and earn the respect

upper grades

of their students

leadership these positions such a position where older
positions students study
I completely 2 4 4 8 4 4 12
disagree.

Percentage 2,1 4,2 4,2 8,3 4,2 4,2 12,5
I disagree 12 20 20 40 40 44 54
Percentage 12,5 20,8 20,8 41,7 41,7 458 56,3
I neither agree 12 16 20 12 16 16 12

nor disagree.
Percentage 12,5 16,7 20,8 12,5 16,7 16,7 12,5
I agree. 62 42 42 32 28 30 16
Percentage 64,6 43,8 43,8 33,3 29,2 31,3 16,7
I completely 8 14 10 4 8 2 2
agree.
Percentage 8,3 14,6 10,4 4,2 8,3 2,1 2,1
Sets 96 96 96 96 96 96 96
Cumulative 100 100 100 100 100 100 100

percentage






