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Abstract: The purpose of the study was to examine Carl Rogers' humanistic approach to supporting
women in leadership positions to make a formed decision on how to manage the challenges they
face. A qualitative approach was adopted for the study. The population of the study included fifteen
(15) headmistresses and housemistresses in the Senior High Schools in the New Juaben Municipality
in the Eastern Region. The purposive sampling technique was used to select schools, headmistresses
and housemistresses in the schools. The schools selected were Oyoko Methodist Senior High School
(OMESS), SDA Senior High School (SEDASS), Ghana Senior High School (GHANASS), Koforidua
Technical Institute (KOTECH), Nana Kwaku Boateng Senior High School (OBOSS) and New Juaben
Senior High School (NJUASCO). The main instruments used for data collection were a semi-
structured interview guide and Reflective dialogue. Data was analysed through the use of the
thematic approach. Within-case and across-case analytical technique was used to analyse the
qualitative data. This was done through the identification of themes, categories and sub-categories
the analytical tool for the qualitative data through interviews and reflective dialogue (RD). Themes
that were extracted from the interview corresponding to Carl Rogers' humanistic person-centred)
the approach were; inherent potentialities, support, motivation, power relation, INSET, cultural
dimension, and guidance and counselling. The study revealed that women face challenges using
inadequate school facilities they do their best possible to manage their challenges with the few
facilities available, the introduction of Carl Rogers' intervention, and women became more aware
of their potential in managing the challenges they face at work in their leadership positions. It is
recommended that guidance programmes should be conducted often to inform both teachers and
students about the potential of women. It has also emerged that women leaders do not know who
they are and therefore they should undergo counselling in order to be self-actualised.
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1. Introduction

Leadership exists in every known community, organization or institution, be it for-
mal or informal, ancient or modern, simple or sophisticated [1]. Various concepts of lead-
ership have been reported in leadership studies over the years. Leadership is therefore a
universal and complex phenomenon, and its definitions are equally numerous. Leader-
ship is 'the reciprocal process of mobilizing persons with certain motives and values, var-
ious economic, political, and other resources in a context of competition and conflict in
order to realize goals independently or mutually held by both leaders and followers' [2].
Traits, situational and behaviourists theories presents leadership as a 'bargaining’ or 're-
ward/exchange' relationship between the leader and the subordinate. Leadership is a pro-
cess by which a person influences others to accomplish an objective and directs the organ-
ization in a way that makes it more cohesive and coherent. Leadership is perceived as one
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of the most important ingredients needed for improvement of any educational organisa-
tion [2-4]. 'Leadership is a process whereby an individual influences a group of individu-
als to achieve a common goal'. Leadership also exercise of power or influence in social
groups, organization, communities or nations to meet needs of the group [5].

From the above definitions one can deduce that leadership is a comprehensive pro-
cess that torches core aspects of lives of individuals and entire organizations, thus it is a
universal phenomenon; no society can do without it. None of these definitions made em-
phasis to the fact that leadership is meant for only males. Leaders are motivational but the
skill of being able to motivate is a characteristic of leadership but is not a requirement for
strong management. Some managers benefit from having leadership skills, which makes
them eligible for upper level positions or even school administration. The stronger school
administrators are able to motivate teachers, parents and students, the more recognition
they receive in the community. Through their actions they motivate others to support their
school's overall purpose of education.

A study defined leadership as 'intentional influence' [6]. It explained that if leader-
ship is truly intentional influence, then we can propose every thinking human being be-
gins attempting to lead from birth, attempting to influence the world as they wish to ex-
perience it. It also states that if it appears that one is visibly influencing enough people to
break over an unnamed threshold, then you are labelled a leader. It further states that
circumstances, traits, and genetics do lend themselves to the development of leaders, that
everyone possesses leadership skills to some degree and can improve on them, increasing
their influence [6]. Fluency of speech may price leadership quality for the purpose of mo-
tivating the masses. But when influencing individual interpersonal relationships, listening
skills may be more important [7]. Effective or purposeful leadership is generally accepted
as being a central component in securing and sustaining school improvement. The evi-
dence from the school improvement literature consistently highlights that effective lead-
ers exercise an indirect but powerful influence on schools' capacity to improve upon the
achievement of students. From the above, any person being a male or female with influ-
ential characteristics could become a leader [8]. Fears or doubts about women in leader-
ship are baseless, in studies on school administration [9].

Historically, leadership has carried the notion of masculinity and the belief that men
make better leaders than women is still common today. Although the numbers of female
leaders have increased, they are often named as an afterthought. The societal conventions
regarding gender and leadership traditionally exclude women, and top leadership is
viewed as a masculine domain [10]. History of psychological research on gender has por-
trayed human behaviour with a 'male dominant theme [11, 12]. The same author further
argues that the cultural construction of leadership in itself instigates difference and this is
only now being transformed or contested as women have started to gain access to leader-
ship positions. However, the relevance of leadership is its ability to guide and propel the
organization toward its assigned and objectives.

On the contrary, the interest of some early researchers was not so much on the per-
formance of the leader but greater interest was on the unique traits which were known to
be common among effective leaders across the globe [1]. There were some key qualities
or attributes that good leaders possessed, these included stature, height and looks. Some
critiques opine that the idea is male biased [13]. In African societies, it is believed that men
lead and women follow [14]. It is common in rural areas in Africa to find the man literally
walking ahead of the woman. Different reasons may be advanced for this but ultimately
it illustrates the deeply held notion of leadership as a masculine realm. This was the time
when people believed that leaders were born with certain leadership traits. It was believed
that the leader was born with attributes related to values, skills, confidence and personal-
ity which are the characteristics that all leaders should have [15]. However, current think-
ing on leadership assumes that leadership can be taught and learned and trained, hence
the many leadership-training programs [16]. Traits commonly associated with leadership
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as effective communication skills, task completion, responsibility, problem solving, origi-
nality, decision making, action taking, vision, self-awareness, confidence, experience and
power [16]. One of the most congruent findings from recent studies of effective leadership
is that authority to lead need not be located in the person of the leader but can be dispersed
within the school in between and among [2, 7]

Leaders as people "who provide vision and meaning for an institute on and embody
the ideals toward which the organization strives" [9]. From that perspective, leaders are
alike and genderless. Research studies suggest that fears or doubts about women are base-
less. Studies on school administration, found that schools with female administrators are
better managed (the quality of pupil learning and professional performance of teachers is
higher), and on the average perform better than those managed by men [9]. A study on
female representation in leadership positions in education administration in South West
Nigeria, postulates that women are observed to portray a more participatory approach,
are more democratic, allow for power and information sharing are more sensitive, more
nurturing than men, focus on relationships and enable other to make contributions
through delegation, one of the most congruent findings from recent studies of effective
leadership is that authority to lead need not be located in the person of the leader but can
be dispersed within the school in between and among people [7, 9-16]. A similar study
noted that characteristics such as building coalitions, advancing and community develop-
ment are construct that women display in their relational styles [17]. Women are also bet-
ter at conflict management, having better listening skills and show more tolerance and
empathy. While men and women do have different leadership styles, should not mean
that one is dominant over the other. It has been observed that the differences we see in
leadership style are partly due to the way men view leadership as leading, while see lead-
ership as facilitating [9].

Sadly, in a situation where accepting women as leaders is problematic, it is possible
to overlook their positive leadership traits and view them as weaknesses. In fact, stereo-
types of how women lead have made it difficult for women to access or even stay in lead-
ership positions. Women who display more relational styles of leading are likely to be
marginalized within their organizations and viewed as 'outsiders' [17]. Even more discon-
certing is the fact that women who seem to 'make it' as leaders often end up conforming
to the strong male culture in the work place, and adopt male leadership styles. Female
leaders see gender as a hindrance, they are compelled to lead the way men do as it is
considered the norm. In their view, utilizing men's methods of leadership is not only the
easiest way for a woman to be hired for any position of leadership, but is the most suc-
cessful method of attracting promotion and recognition [9].

African perception on knowledge and leadership has a lot to do with its colonization
historical background. Most Africans were made to believe that their knowledge system
was primitive and that as Africans they needed white leadership to survive. African in-
digenous knowledge systems were ignored and undermined [18]. This was further fil-
tered to women who according to the African tradition were being classified together with
children and thus undermined. In South Africa the ideology of looking down upon Afri-
can women with respect to their leadership skills was further perpetrated by the apartheid
regime, which segregated people according to race and culture. Women felt the double
oppression as they were oppressed by the apartheid regime and by their communities.
Their knowledge and personal experiences were rated as zero [18].

Curriculum in South Africa was designed in such a way that it strengthened the ide-
ology that blacks were inferior and that they cannot govern by educating boys [19, 20].
Thus, most girls do not continue their education after high school. The key developmental
areas in the values of boys in the Ghanaian society are assertiveness, risk taking, Inde-
pendence, innovativeness and achievement orientation. What the Ghanaian male achieves
through intimate connection with others, he must manage as a by man by disconnecting,
by separating himself and asserting his right to be distinct [21]. Ghanaian women, on the
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other hand, are not expected to develop such qualities. They are not encouraged to display
the same degree of assuredness in their abilities [22]. They bear the primary responsibility
for child-nurturing, cooking, washing and collecting fuel-wood and water [21]. They are
socialised to be gentle, to put the needs of others before their but never to be winners.
Moreover, sanctions are imposed on women when they go md beyond the boundaries
governing the sexual division of labour [22]. They are subjected to malicious gossip and
ostracised when they behave outside the economic and social norms set by the society
[23]. One of the most congruent findings from recent studies of effective leadership is that
authority to lead need not be located in the person of the leader but can be dispersed
within the school in between and among people ret [2, 16].

Classroom discipline falls within a gray area between the differences of school lead-
ership and management. A leader decides what an appropriate discipline should be as
the result of a violation, while a manager processes the paperwork and administers the
discipline. Leadership requires that students be shaped and moulded through discipline
while management ensures that discipline is enforced and appropriately documented.
School administrative responsibilities are management driven. Classroom management is
thought of as the process of maintaining the day-to-day functions of the class. These in-
clude, but are not limited to, such administrative tasks as talking to parents about student
progress, working with school administrators on budget requirements and filling end-of-
year reports. While a good leader completes these tasks as part of her responsibilities, a
strong manager is not necessarily a leader.

An outcome of the different socialisation of the genders is that women -may not be-
lieve in their own ability to achieve in the way that men do [21]. In princiiu888ple, the
Ghanaian educational system is designed to serve girls and boys equally [19, 20]. The cur-
riculum, however, divides the practical subjects into those suitable for girls and those suit-
able for boys. During adolescence, boys and girls are presented with different expectations
of their potential based on their gender [23]. In addition, women are increasingly chan-
neled into secondary jobs, mainly as a result of limited access to education and training
[22]. It is explained that in traditional societies, the major role of a women is to ensure the
continuity of the family lineage. She is therefore, expected to marry soon after puberty
and does not need formal education to perform this role. Moreover, a man is expected to
provide for his wife and children. Since education is a means to highly paid jobs in the
formal sector, it is considered more important for boys to have formal education to enable
execution of their roles as breadwinners in the family [22].

In addition, the education of Ghanaian females is hindered by the overall cost of ed-
ucation, (female ritual slavery) and the perception of parents that educating girls is not as
rewarding as educating boys. [24]. Others do not even complete an elementary level of
education because they are withdrawn from school to help with household chores and
family businesses [20]. This social attitude towards female education is linked to the con-
viction that a woman will be supported by her husband.

1.1. Counselling Implications of the Theory

The model explores how to gaining self-knowledge, Expectancies to problems from
clients, Self-actualization, Equal relationships between client and counsellor, need to be
motivated Need for positive regards and acceptance in order to develop into true self.
Self-realisation is about the basic premise of self-realization is that there exists an authentic
self which has to be discovered by psychological or spiritual self-striving. Self-realization
can be a gradual or instantaneous phenomenon depending on the school of thought but
in all cases it involves extensive preparation of mind and emotions to recognize self-real-
ization when it occurs. Self-realization is maturing of the ego or personality to accept its
own evanescence and thus allow space for the true Self to reveal itself. Another theme that
came up strongly during the interview was motivation. Motivation became crucial factor
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because Carl Rogers' and Maslow's ideas tend to suggest that motivation is a factor that
can be used to manage challenges and empower women in leadership positions.

Human beings are motivated by unsatisfied needs and that certain lower factors need
to be satisfied before higher order needs can be satisfied. He further states that for ade-
quate work place, motivation is important that leadership understands the active need for
individual employee [25]. Women are motivated in their work place as leaders they im-
prove upon their work. Working with and through other people was prioritized [26]. In-
trinsic motivation can be facilitated by increasing workers’ perceptions of competences
and expertise through the use of positive feedback [27]. Female leaders in education have
expressed the need for motivation. They have touched on both intrinsic and extrinsic mo-
tivation for instance they mentioned that the love that they have for the work motivates
them. Such motivational issues focus on support power relations.

1.1.1. Support

On support and to the context of the study, housemistresses and Counsellors should
provide women managers with strategies for coping with role conflicts limiting obliga-
tions and manipulating schedules to accommodate demands, unsupportive relationship,
delegating task roles and support from others. The three coping strategies, these are:

e  Structural role definition (changing the expectation of others to reduce the
number of obligations.

e  Personal role definition (changing one's own perception of one's role de-
mands).

e  Reactive role behaviour (attempting to meet all demands and please eve-
ryone [28].

1.1.2. Power

On the issue of power role of ideology/hegemony which 'is not the supreme exercise
of power to get another or others to have the desires you want them to have?' [29]. 'False
consciousness' for Marxists, the source and exercise of power is not always readily appar-
ent and therefore needs to be deciphered; hence the great ability of power to be 'hidden'
and not immediately obvious. Marxism Analysed "The simple idea is that the policy pro-
cess, far from being a rational weighing up of alternatives, is driven by powerful socio-
economic forces that set the agenda, structure decision-makers choices, constrain imple-
mentation and ensure that the interests of the most powerful (or of the system as a whole)
determines the outputs and the outcomes of the political system" [30]. This standard the-
ory is that power is the capacity for influence and that influence is based on the control of
resources valued or desired by others.

1.2. Carl Rogers Person Centered Approach
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Figure 1. Theoretical perspective underpinning the study

The following ideas of Carl Rogers informed the study:

e He considers it as the entry into the persons' unique phenomenological
world.

e  Freeing a person and removing obstacles so that normal growth and devel-
opment can proceed and the person can become more independent and
self-directed.

e  Rogers's theory focuses on self and how to overcome challenges.

e  Problems arise and these personal powers diminish or restricted due to
domination from others either overt (martial law) or covert (finding oneself
in manipulative relationship)

e  When self-power diminishes discrepancies between perceived ideal self
and real self may lead to psychological distress.

e  Human experiences are unique and if given appropriate conditions for self-
exploration and inquiry people will shed defenses.

e  Rogers believe in the inherent positive potentialities of every individual.

¢  Human beings have personal power or vast resources for self-understand-
ing for altering self-concept, his attitude and his self-directed behaviour.

¢  Openness to Experience

¢  Trustin One's Organism

¢  An Internal Locus of Evaluation

e  Willingness to be a Process
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According to Carl Rogers human dignity implies that a person should be accepted
for what she or he is [31]. This fulfils Carl Rogers's conditions of warmth. She further states
that Carl Rogers focused his argument on three core conditions of worth, the second is
sometimes referred to as acceptance, unconditional positive regard or caring. (Carl Rog-
ers's three core conditions are unconditional positive regard, warmth and empathy). It is
believed that, through self-increased determination and already developed relationship
skills, many women will gain greater power in the American culture [32]. She further Pos-
tulates that it is important for women to bring to their relationships nothing less than a
strong, assertive, independent, and authentic self. In recent years, a number of initiatives
have appeared which, while influenced significantly by humanistic ideas and theories,
have in new directions. Perhaps the most significant is positive psychology, a term coined
by Dr. Martin Seligman when he was a President of the American Psychological [33]. Pos-
itive psychology, like the humanistic approach, focuses on enhancing human potential,
women are motivated in their work place as leaders they improve upon their work [34,
35]. They further state that intrinsic and extrinsic motivation causes people to work to
obtain tangible rewards. Another school of taught have argued in contrast to intrinsic and
extrinsic motivation cause people to persist longer, work harder, and produce work of
higher equity [34]. Humanistic psychologists highlight that self-actualization or reaching
ones’ full potential is achieved through congruence between self-image and ideal self; we
feel a higher sense of self-worth when our behaviour is consistent with our self-image as
well as our ideal self [36]. Self-empowerment of women intended for a wide audience.
They further state that poor women in poor countries are celebrating new powers and
setting out to change their own lives and those of their people [32]. Ghanaian women want
to earn enough money so that they could feed, clothe, and generally take better care of
their children. This presupposes that women have that inner potentiality to develop and
make a better living [37]. Intrinsic motivation can be facilitated by increasing workers’
perceptions of competence and expertise through the use of positive feedback [38]. They
continued by saying that external rewards which produce an increase in extrinsic motiva-
tion, can also enhance worker performance. External rewards are important to the worker,
people work for reasons that are related to both intrinsic and extrinsic; intrinsic versus
extrinsic factors dominate in determining peoples work performance is not clear [38].

In sum, when the perception of 'you are a woman is eliminated, and women are mo-
tivated they would work effectively [39].

Even though women in leadership positions in the new Juabeng Municipality are
performing as required, there have been lots of challenges in relation to how they are per-
forming in their leadership positions. Practically, they appear to be overwhelmed by the
challenges confronting them as they perform, as a result of this, this study seeks to use a
counselling model (Carl Rogers' Humanistic approach) to support women to effectively
deliver in the position they occupy. The purpose of the study was to examine Carl Rogers'
humanistic approach in supporting women in leadership positions to make formed deci-
sion on how to manage the challenges they face. The study was guided by this research
question — what are the use of Carl Rogers' humanistic approach to support women in
leadership positions to make formed decision on how to manage the challenges they face?

2. Materials and Methods

Qualitative approached was adopted for the study. The population of the study in-
cluded fifteen (15) headmistresses and housemistresses in the Senior High Schools in the
New Juaben Municipality in the Eastern Region. Purposive sampling technique was use
to select schools and headmistresses and housemistresses. The house staff comprised the
senior house mistresses and the house mistresses in SHS making the population for the
study. The schools selected were Oyoko Methodist Senior High School (OMESS), SDA
Senior High School (SEDASS), Ghana Senior High School (GHANASS), Koforidua Tech-
nical Institute (KOTECH), Nana Kwaku Boateng Senior High School (OBOSS) and New
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Juaben Senior High School (NJUASCO). The main instruments used for data collection
data for the study were a semi-structured interview guide and Reflective dialogue. A
semi-structured interview guide was designed and used to elicit information about the
challenges facing the respondents. Reflective dialogue, based on focus group discussions
was also used to determine what strategies need to be adopted to manage the challenges
they face since they share common characteristics. Data was analysed through the use of
the thematic approach. Within-case and across-case analytical technique was used to an-
alyse the qualitative data. This was done through the identification of themes, categories
and sub-categories the analytical tool for the qualitative fata through interviews and re-
flective dialogue (RD). Themes that were extracted from the interview corresponding to
Carl Rogers' humanistic person centred) approach were; inherent potentialities, support,
motivation, power relation, INSET, cultural dimension, and guidance and counselling.

3. Results and Discussions

This section presents results and discussions on the research question - What would
be the effect on the work ethics of female leaders if they are introduced to Carl Rogers's
ideas of self-exploration and inquiry? Respondents received Carl Rogers's ideas about hu-
manistic approach and worked with it after about six weeks. Unfortunately, there was a
vacation within the six weeks so they used the intervention for about three weeks which
was not enough to a strong effect on the usage of the approach. The following were some
questions asked them

After the researcher has interacted with respondents using Carl Rogers humanistic
approach the themes that came out of the interaction are learning; learning, self-realisa-
tion, self-actualization and need for change. From the analysis it could be deduced that
the respondents justified that they have learnt from Rogers's humanistic approach in re-
lation to resolving issues that the things they find difficult to resolve are now easy to man-
age due to the understanding and the usage of the approach. Lewinian oriented psycholo-
gists, subscribe to the theory that human behaviour is a result of the interaction of persons
with their environment; when you generate an action theory from your own expenses and
then continually modify it to improve its effectiveness, you are learning experientially.
They said experiential learning affects the learner in three ways; these are; Cognitive struc-
tures are altered; attitudes are modified; and behavioural skills are expanded [40].

3.1. Learning

Respondents came out strongly to confirm that, being in the leadership position and
going through the ideas behind Carl Rogers' theory provide them with the skills to change
their attitudes towards their students after they have received the knowledge about Carl
Rogers's humanistic approach. They now find it easy to handle students who pose prob-
lems to them. Women have justified that they are still learning because they wouldn't say
they are too good for what they have learnt. The following are some comments made by
the respondents;

After the last meeting with you I have learnt a lot of things. I won't say I am too
good at it but I think I have learnt a lot as to how to resolve issues with regard to my
students. I now find it quite easy to some of the issues I was facing previously.

Besides what women have realised about the change in the management of their is-
sues they again added that other people have commented positively on their work. This
is how she puts it;

I don't want to brag but one or two people have made comments about the way I go
about my work. Sometimes you hear them telling you madam we know you can do
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this. We leave it to you and we hope you will be able to make it. We now realises that
the potentials are there so you can make it.

When respondents were asked whether they see any difference in the way they man-
age their challenges they came out by expressing their understanding on individual dif-
ferences, they said they have learnt that no two persons are alike so the method of resolv-
ing issues that is a method used to resolve one person's issue may not be ideal for another
person. One said she was presuming that what one person does, imply all others have the
same behaviour. She said that;

Sometimes a day or two after they have reported they still want to go back, initially
I was not patient with them when they come. I could not tolerate the way they went
about things but of late I have decided or I have taken to allow them to come out with
their problems because sometimes some of them have genuine issues and that have
been the difference. Female leaders have also responded that they have seen changes
in the way they were addressing problems they encounter).

Another also said this:

“Yes, I have seen a change. I have said earlier on that previously students come with
some problems, for numerous reasons I did not really have the patience with them
but after this issue I have learnt to listen to them and I think I am much more tolerant
with them than I used to do previously”.

By answering to the question; do you think there is /are differences in the previous
way of resolving issues and now? Respondents responded that they actually see a change
because the world is dynamic there is the need for them also to change with time. This
response is actually in tune with Carl Rogers's humanistic approach that says that human
beings are dynamic but women have also said that the world is also dynamic and as such
they need to change in order to fit into the society and the world at large.

3.2. Self-Realisation

Realising and recognising ones-self was an issue that came out strongly from the
analysis. When respondents were asked about what people have said about their work,
several responses were given, some relating to having positive impact were given and
these include the following;

I don't want to brag but one or two people have made comments about the way I go
about my work. Now you have time for everybody who comes to you. Sometimes they
say we know madam can do this so we leave it to you and we hope you will be able to
make it. We realise the potentials are there.

Another respondent also answered by saying; People appreciate my work; they feel
happy coming to me.

In a nut shell women thought shouting at students because they prejudice that certain
period of time does not permit students to seek assistance but after going through Rogers
approach the understanding has been created and that students now find it easier to ap-
proach them.

3.3. Self-actualisation

Self-actualisation is another issue that came up from the analysis. The responses that
came out from the analysis were that after the researcher has taken them through Rogers's
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humanistic i approach, the respondents saw self- actualisation and the need for support
now for managing challenges have been easier. This is what one said;

I think in resolving problems because of what you taught us, the discussions we had
the other day concerning self- actualisation and the need for support, it has really
helped me a lot to make my resolutions very easy, it has made my work easier in
terms of resolving problems. I really understand whatever I decide to do.

I Another respondent answered by saying that from the last meeting she has learnt a
lot of things and that is actually helping her to manage the challenges she faces. This is
what she said;

Well after the last meeting with you, I have learnt a lot of things. I won’t say I am
too good at it but I think I have learnt a lot as to how to resolve issues with regard to
my students. I now find it quite easy to some of the issues previously I was facing.

In conclusion, taking the respondents through what they need to do to actually real-
ise and come out with their own support was crucial when one is in the leadership posi-
tion and for effectiveness.

3.4. Tolerance

Another issue that came up was tolerance and the question that elicited this was; is
there any difference in what you were doing previously and what you are doing now?
Respondents came out that previously they were not tolerating the students on the
grounds that it does not make sense when a student comes from home today and then
decides to go back the next day or within the week. The following are some responses;

“Previously our students most often will like to go home, sometimes a day or two
after they have reported they still want to go back home. Initially, I was not patient
with them when they came, I could not tolerate the way they went about things but
of late I have decided or I have taken to allowing them to come out with their is-sues
because sometimes some of them have genuine issues and that has been the difference.
Previously probably 1 was prejudiced, you know students because of what one or two
people might have done earlier on then I assume that all of them are the same but I
have learnt that no sometimes some of them have genuine issues”.

Another respondent contributed by saying that;

Before I learnt this approach I was not having time for the students when they come
to me I can just snob them because coming to me with a lot of problems was just too
much for me so I was not having time for them. I will not even get time to listen to
what they are telling me. I interfere and just ask them to go but since you thought us
this type of approach I have time for them, I listen to them, I made them finish with
whatever problems they have come to me with and I also help them. Basically, un-
derstanding oneself in relation to managing challenges has led to understanding an-
other person because perception is not an effective tool to resolve issues. Again,
women are stressed up when the work load is too much and as such has to drive the
students away when they are stresses up. It would be rather better for women to
device positive stress management than to ignore their students when they are also
in need.
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4. Conclusions and Recommendations

The study revealed that women face challenges using inadequate school facilities
they do their best possible to manage their challenges with the few facilities available, the
introduction of the Carl Rogers' intervention, women became more aware of their poten-
tialities in managing the challenges they face at work in their leadership positions. It is
recommended that guidance programmes should be conducted often to inform both
teachers and students about the potentialities in women. It is also emerged that women
leaders do not know who they are and therefore they should undergo counselling in order
to be self- actualized.
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