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This article presents a case study of a primary school in Taiwan, and draws on experiences
and views of the teachers to explore processes of gendering in the school management regimes. In
this female-dominated school, male numerical dominance in managerial positions was obvious.
Gender segregation was promoted and perpetuated, as it was argued that male teachers were
preferred and advantaged by assuming managerial posts due to their perceived abilities and
masculinity, coupled with their mutual support and gendered social expectations, which facilitated
their career advancement. More importantly, the evidence also indicates that some men might not
perceive the preferential treatment as an advantage but as something resisted, because these men

prioritized their family responsibilities rather than their own career promotion.
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Introduction

The gendered division of labor, also conceptualized as gender segregation, is employed
as a sociological concept to interpret differences or inequalities between the genders. More
than four decades ago, Deem (1978) suggested that the structure of the gendered division of
labor is exhibited more in schools than in the broader society. Similar views were developed

by more researchers (e.g., Li, 2016; Martino & Rezai-Rashti, 2010; Moosa & Bhana, 2017;
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Warin & Gannerud, 2014), who expressed great concern that primary teaching has become a
female-dominated profession in which gender segregation persists, as “several tasks were
performed more by one sex than the other” (Sargent, 2000, p. 422). One example of gender
segregation is the continuation of male numerical dominance in school managerial positions
(e.g., Budig, 2002; Chan, 2011; Hill et al., 2016), despite evidence suggesting some changes,
such as more women moving into previously male-dominated areas (Priola, 2007). As Addi-

Raccah and Ayalon (2002) indicated:

Indeed, when teaching becomes a “feminine” occupation, men preserve their dominance
and hegemony by moving to positions of leadership, leaving women as simple teachers.
(p. 173)

Jones (2008) also noted that men are aware of their “being propelled into leadership
positions by groups within society,” and that from the start “their promotion chances were
good” (p. 695). That is, teachers’ gender matters as men are advantaged and favored in the
pursuit of upward professional mobility to top posts within the school, although men may face
invisible pressure to move up in their professions (Williams, 1992).

Examining the official statistical data from Taiwan’s Ministry of Education (MOE,
2022a), the feminization of primary teaching in Taiwan does not necessarily entail more career
progression for female teachers. Despite the substantial presence of female teachers that have
constituted nearly 68% of the total primary teaching workforce for two decades, men have
predominated in managerial positions (MOE, 2022b). Local researchers identify promotion
as a gender-specific opportunity, which favors men (Lee & Tang, 2004). Li (2014) indicated
that the great majority of students taking teacher training are from lower-middle-class
backgrounds, together with the fact that the socio-economic status of male students is lower
than that of females. These students aspire to a higher social status promised by the teaching
profession as a profession with upper-middle social status in Taiwanese society (Fwu &
Wang, 2002). Similar to the argument that leadership positions and positional authority help
men to remove the stigma of the “inadequate male” (Jones, 2008, p. 700), in terms of the
cultural context of Taiwan, men in a “women’s occupation” are stereotypically regarded as
“prospectless” (Li, 2014). For male teachers, ascending the career ladder also implies that
males are able to overcome the societal negativity associated with working closely with young
children (Y. J. Chen, 2003). Evidently, men are more likely than women to display upward
ambitions, to pursue higher career positions, and even to leave primary teaching (Guo, 2009;

Li, 2014). Yang (2007) further illustrated that male teachers in her study applied for deanships
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or principalships or chose to study for a doctoral degree to facilitate upward mobility, thus
meeting social expectations.

Research indicated the numerical predominance of males in school management
structures within the female-dominated teaching workforce (Lingard et al., 2009; Mahony &
Hextall, 2000; Priola, 2007; Williams 1992). Nonetheless, in contrast to abundant debates
surrounding the perceived/received preference and privilege for men’s advancement to higher
professional positions, there is a notable lack of research on men’s resistance and pressure
toward career advancement. Some research, for example, identified resistance from men who
appeared to distance themselves from “a career trajectory” that would take them to the top of
the institutional hierarchy (Martino & Rezai-Rashti, 2010). Arguably, men may choose to
remain as teachers in the primary profession. Therefore, this article aims to: (a) use the official
statistics and data from this case study to provide insights into the numerical dominance of
men in managerial posts; (b) examine whether and how men are preferred and advantaged
in attaining managerial positions, which often contrasts with the experiences of their
female colleagues, drawing on the experiences and views of the teachers in the case study
school; (¢) fill the gap in the literature through exploring what male teachers experience, think

of, question, and even resist their preferential treatment for the entry of management.

Literature Review

Gender and Structural Segregation in the School Management

Teachers’ career development is influenced by various internal factors, such as personal
goals, expertise, and educational attainment, as well as external factors such as evolving
educational policies. These factors may influence teachers’ motivation, commitment, and
enthusiasm, which in turn affect their behavior and approach to their profession at different
stages of their careers (Raduan & Na, 2020; Richter et al., 2011). For many teachers, the desire
for career advancement motivates them to pursue promotions, driven by ambition, strategic
planning, persistence, and a commitment to professional development. Aspirations for
leadership or managerial posts can significantly influence their career trajectories. Macapagal
and Ricafort (2023) further noted that middle-aged teachers, particularly males, were more
inclined toward advanced professional positions compared to their younger, older, or female
colleagues, as they often possessed great resources and opportunities necessary for upward
mobility within their careers. Based on the argument suggesting the processes which

promote and underpin the structural segregation by gender (Jones, 2008; Williams, 1992), the
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management tier in primary schools remains gendered and unequal (Moreau et al., 2007).
The female-dominated environments provide men with better opportunities to access or to
occupy leadership and managerial posts than their female counterparts (Chan, 2011; Sargent,
2000). In short, management regimes in primary teaching are “masculinized” (Lingard et al.,
2009; Mahony & Hextall, 2000; Priola, 2007). Considering different viewpoints will help
understand the factors shaping and underpinning the preference for men in a broad sense.
In what follows, hence, masculine culture, social expectations, and domestic responsibilities

related to school management are discussed.

Masculinity, masculine culture and management

The image, values, and qualities associated with leadership are perceived to favor and
privilege men and masculinity (Chan et al., 2016; Gill & Arnold, 2015; Simpson, 2005). The
close link between masculinity and school management is similarly evident. In this context,
managerial competence is often characterized by a masculine orientation that prioritizes traits
such as toughness, emotional control, confidence, decisiveness, independence, risk-taking,
and competitiveness (Hill et al., 2016; Moreau et al., 2007), whereas qualities conventionally
ascribed to women, such as closeness, empathy, nurturing, and caring, are undervalued and
often deemed incompatible with managerial roles (Priola, 2007). Men tend to enjoy rapid
career promotion since they are positioned as “natural leaders” and management is compatible
with “proper masculinity” (Skelton, 2003, p. 203). As a result, management and leadership
are a predominantly male territory.

Another argument out of research is the significant influence of masculine culture in
management structures. Halford and Leonard (2001) argued that “men’s experiences and
attitudes determine the dominant belief systems that operate within organizations and
consequently shape gender relations” (p. 218). In Chan’s (2014) words, “organisational
norms and practices that appear to be gender neutral actually privilege male experiences and
career trajectories” (p. 158). Moreau et al. (2007)’s study also demonstrated that the “strong
masculine ethos” in teaching workplaces have advantaged men in reaching managerial levels,
but women have tended to feel (perhaps not always overtly) discriminated and disadvantaged.
Furthermore, alliances between men and support for men are considered to contribute to male
domination in managerial positions (Burton & Weiner, 2016). Managerial men can use their
positional work to buttress “the culture of homosociability” (Bradley, 1999, p. 211), which
refers to men’s preference for working with or in the company of other men, thus perpetuating

hegemonic masculinity and men’s power (Holgersson, 2013). Allan (1993) also argued that
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a driving force behind the preference for men has been the male principals’ search for “gender
alliances” with male teachers in predominantly female institutions, together with the fact that
men have been preferred due to their masculinity. Thus, masculinity and masculine culture
remain (Mahony & Hextall, 2000) and even predominate in the school management regimes

(Priola, 2007).

Social expectations for men

The influence of social expectations in relation to the entry of male teachers into
management has been emphasized (Simpson, 2004). Primary teaching requires caring and
physical contact with young children, yet men’s gender role expectations seem not encourage
such behaviors. Men who enter primary teaching face negative stereotypes: such as they “are
often considered ‘failures,” or sexual deviants” (Williams, 1992, p. 263), so they fall under
greater scrutiny and suspicion than their female peers (Santos & Amancio, 2019; Sargent,
2000). These stereotypes thus can be a major impediment to those men considering the
occupation (Williams, 1992). “To the extent these stereotypes contribute to the ‘glass escalator
effect’ by channelling men into more ‘legitimate’ (and higher paying) occupations, they are
not discriminatory,” as noted by Williams (1992, p. 264). In this regard, being upward can
compensate with those negative image for men working with young children (Y. J. Chen,
2003; Jones, 2008). Moreover, men may be attracted to management roles that offer more
respect and a higher salary (Haase, 2010; Santos & Amancio, 2019).

On the other hand, social expectations may also provide men with advantages. Studies
note that men are offered fast-track promotion (Jones, 2008; Skelton, 2003). For example,
Williams (1992) discussed the “glass escalator” referring to the phenomenon that men, the
minority in the primary teaching profession, were more likely to be promoted in the
occupational pyramid, in sharp contrast to women, who, as the majority in the profession,
taught and were managed (p. 256). Researchers have also validated the proposition that male
principals and educators, and even female colleagues, tend to support and encourage males
and their career progress (Y. J. Chen, 2003; Guo, 2009; Martino & Rezai-Rashti, 2010). Male
teachers may benefit more than their female equivalents by receiving and experiencing more
support, knowledge, information, and encouragement, which are important factors in their
advancement (Coleman, 1996). The point that men experience “faster tracks to promotion to
management positions because they are placed by women” (Santos & Amancio, 2019, p. 203)

also reflects expectations for male teachers: they are expected to offer to do or offer something
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different from their female colleagues such as the image of power and respect (Hjalmarssona
& Lofdahl, 2014).

Perceived domestic responsibilities and career promotion

One cannot properly analyze gender segregation without considering traditional
constructions of both genders’ roles (Addi-Raccah & Ayalon, 2002). The notion of manhood
and fatherhood that gendered hierarchy privileges, as discussed in the literature (e.g., Chan,
2004), involves a rigid separation between home and work: a man has no/few household
responsibilities, or identifies himself as the traditional breadwinner, whose role is to work
hard and earn a family income. Nonetheless, people should not ignore/underplay growing
concerns about men’s experiences and perspectives that critically shed light on the
significance of family responsibilities and their involvement for men, as evidenced in Jones’s
(2008) work and this study. Therefore, people should consider these transformations in the
Taiwanese context: the image of the “good new men” (xin hao nan ren) provides a vivid
contrast to patriarchal fathers/husbands, by portraying those men who are more able and
willing to increase their share of domestic work and childcare. According to the Taiwanese
official regulations starting in 2013, male teachers (as well as females) having a child under
3 years old or a child who has serious illness or injury are titled to apply for up to 2-year paid
parental leave (MOE, 2021). These policies and reforms can be seen as encouragement for
male teachers intending to have more involvement in and to share the responsibility of caring
for the child(ren) and families.

It has been widely noted that women are more likely to choose their occupations in
relation to their domestic responsibilities; however, regardless of their employment status,
women’s family duties interfere with their work commitments (Chan, 2011; Crompton &
Lyonette, 2011). Although teaching is considered to be a “women/family friendly” profession
(Li, 2014), teachers also perceive gendered division of domestic labor as a major factor
hindering women’s career progression (Moreau et al., 2007; Priola, 2007). Regarding
Taiwan’s situation, recent report predicts that “female labor force” is seen as a solution to the
shortage of labor force. However, women’s lower employment rates, childcare responsibilities,
as well as women’s lower-level career positions and pay are also identified as three problems
having a significant impact on the “female labor force” (H. Y. Chen, 2015). In other words,
the perception of the predominant role of woman-as-care-provider persists (Chu, 2010). It is
also worth noting, as Li (2014) demonstrated, that policies and cultural contexts that offer

women compatibility with domesticity encourage women’s substantial entry into primary



Male Teachers Preferred and Advantaged in Primary School Management in Taiwan? 133

teaching. The teaching profession is seen as welcoming to women, as it is represented as
being suitable for and compatible with a woman having a family and raising children (Yang,
2007), and the compatibility partially explains women’s numerical dominance in the primary
teaching profession (Li, 2014; Yang, 2007). However, the findings of local Taiwanese
research (e.g., Guo, 2009; Yang, 2007; You & Ko, 2004) also provides evidence that the
influence of gender norms and domestic responsibilities in female teachers’ roles, careers,
and mobility should not be underestimated in this regard. It is suggested that due to
restrictions caused by the domestic division of labor, at educational management levels,
women are underrepresented and disadvantaged in seeking upward mobility (You & Ko,
2004). Consequently, female teachers have to work comparatively harder to procure higher
managerial posts and to balance their career and domestic roles (Yang, 2007), along with the
fact that it takes longer for women to attain career advancement (You & Ko, 2004). For
female administrators, competing demands of home life and school work also contribute to
their feelings of guilt, exhaustion, tension, or ambivalence (Chan, 2004; Moosa & Bhana,

2017; Ndebele, 2018).

Research Site and Methods

The Taiwanese Context

The statistical data provided by the Department of Statistics of MOE (2022b) show that
primary school management has been segregated by gender, as the top posts of the managerial
pyramid being a distinctly male-dominated field. For example, as can be seen from Table 1,
between the academic years 2001-2020, approximately 70% of primary school principals
were male, compared to women constituting less than 30%.

The picture is slightly different when other staff number of school management (deans
and subsection leaders) is considered. The data indicate that men outnumbered women
holding the dean positions, and there has been a decline over time. For example, the proportion
of male deans was nearly 57% in 2001, with a drop to 50% in 2019 (MOE, 2022c). However,
when it comes to subsection leaders, the data reveal a different situation: fewer men are
working as subsection leaders, and the proportion of male subsection leaders saw a steady

drop from 44.49% in 2001 to 38.19 % in 2019 (MOE, 2022c).
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Table 1: Gender Distribution of Primary School Teachers and Principals in Taiwan Between
Academic Years 2001-2020

Academic year Male teachers (%) Male principals (%)
2001 33,563 (32.43) 2,100 (80.43)
2002 33,314 (31.94) 2,063 (78.53)
2003 33,496 (32.27) 2,035 (77.14)
2004 32,934 (32.01) 1,997 (75.47)
2005 32,345 (31.82) 1,983 (74.58)
2006 32,064 (32.12) 1,958 (73.63)
2007 31,940 (31.51) 1,946 (73.41)
2008 31,551 (31.49) 1,932 (72.79)
2009 31,089 (30.35) 1,915 (72.05)
2010 30,859 (30.99) 1,905 (71.59)
2011 30,233 (30.68) 1,883 (70.82)
2012 29,626 (30.40) 1,868 (70.30)
2013 29,178 (29.95) 1,853 (69.92)
2014 29,083 (29.50) 1,857 (70.23)
2015 28,478(29.25) 1,840 (69.88)
2016 27,674 (29.10) 1,828 (69.51)
2017 27,340 (28.96) 1,831 (69.62)
2018 27,416 (28.66) 1,821 (69.21)
2019 27,359 (28.32) 1,814 (68.95)
2020 27,348 (28.20) 1,809 (68.76)

Source: MOE (2022a; 2022b).

The Context of the Management Structure of the Case Study School

This article is based upon the data exploring the dynamics between teachers’ gender
and the teaching profession. The ethnographic study was conducted at a primary school in
southwest Taiwan. During the fieldwork, there were 27 classes in this school, and every
class had approximately 30 students. The school was chosen because the school management
system was typical of primary schools. Under the principal’s superintendence, it had four
sections: the Academic Affairs Section, the Student Affairs Section, the General Affairs
Section, and the Counseling Section.! Their leaders, known as deans, are in charge of
arrangements, decisions, and implementations in their individual sections. Moreover, the four
sections are served by three or four subordinate units each (see Table 2). Table 2 also shows
that the management hierarchy of the case study school was numerically dominated by men,
although women were numerically dominant in this school (28 females out of 41 teachers);

10 out of 13 males (76.92%) held managerial posts, including those of the principal, two deans,
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and seven subsection leaders, while only 25% of female teachers held similar positions.
Furthermore, of the 21 teachers who held no managerial roles, 18 were female while only 3
were male. The data clearly indicate the persistence of male dominance in the higher tiers and

a concentration of women in classroom teaching.

Table 2: The Management Structure at the Case Study School in Academic Years 2012-2014
by Gender

Section Subsection

Academic Affairs Curriculum (F)*
Registration

Teaching Facilities (F)

Student Affairs Disciplinary
Student Activities
Physical Education

Hygiene (F)

General Affairs General Affairs
Accounting**
Cashiering (F)

Documentation

Counseling Data

Counseling and Guidance (F)

*  F=female.
** The member of staff in the school Accounting Subsection was a civil servant deployed by the county
government.

Source: Fieldwork data.

Research Methods

This study adopted non-participant observation and semi-structured interviews for data
collection. Mason (2017) argues that observation allows a researcher to observe the behaviors,
interactions, and ways that people account for these actions in their natural settings. To better
understand the nature and experiences of Taiwanese primary school teachers, non-participant
observation included six shadow class teachers (4 females and 2 males) (see Table 3). They
were mainly selected based on the age range of students they taught.? Among them, Mr. Gary
and Mrs. Elisa (pseudonyms were used to protect the anonymity of the informants) were
chosen because they also held managerial positions. Observations also covered occasions and
locations such as staff meetings, school events, and the executive offices, which granted the

researcher opportunities to understand how teachers experienced gendering and how the
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gendering of teachers’ jobs were shaped and manifested within this school. Written fieldnotes
were taken at all times, together with personal thoughts and reflections of the researcher
pertaining to the ethnographic work.

As Yin (2009b) indicates, not only do interviews offer richer and more extensive
material, but they also reveal ways in which interviewees “construct reality and think about
situations” (p. 264). At the end of the study, interviews consisting of open-ended questions
developed from the fieldnotes covered teachers’ incentives for choosing teaching work, career
advancement, teachers’ pay, and family responsibilities. Semi-structured interviews were
conducted with the six shadow teachers and the principal (see Table 3). After non-participant
observation was completed, the researcher also tried to ask more teachers for their consents
to join the study for greater gender balance and more insightful understanding of teachers’
workplace and culture. One male class teacher (Mr. Johnny) and one female subject teacher
(Mrs. Angel) agreed to be interviewed (also see Table 3). The interviews were arranged and
conducted over different periods, depending on when it was convenient and suitable for
individual teachers. Each interview lasted approximately 1.5 hours and were tape-recorded.
Owing to the mutually trusting (rather than exploitative) nature of the relationships (Coffey,
1999) were built between the researcher and the teachers, interview data also reveal the
teachers’ personal thoughts, motivations, and feelings behind their public behavior (Lichtman,
2010). Interview data were fully transcribed into English and analyzed thematically, together
with fieldwork notes. Moreover, the anonymity and confidentiality of the teachers’ identities

were maintained to protect the privacy of all participants involved in this study.

Table 3: Participants

Name Marital status Positions Participation

Mrs. Maggie married with 2 children class teacher of Year 1 shadowed, interviewed
Miss Fiona Single class teacher of Year 1 shadowed, interviewed
Mrs. Elisa married with 1 child class teacher of Year 3, shadowed, interviewed

subsection leader

Mr. Jason married with 2 children class teacher of Year 4 shadowed, interviewed

Mr. Gary married with 2 children class teacher of Year 5, shadowed, interviewed
subsection leader

Mrs. Yvonne married with 2 children class teacher of Year 6 shadowed, interviewed

The principal married with 2 children interviewed

Mr. Johnny married with 2 children class teacher of Year 6 interviewed

Mrs. Angel married with 4 children subject teacher interviewed

Source: Fieldwork data.
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This case study enabled the researcher to investigate “a contemporary phenomenon in
depth and within its real-life context” (Yin, 2009a, p. 18); however, limitations existed as data
was drawn from a single setting. Therefore, in combination with reviews of local Taiwanese
literature and statistics, illustrations from observation notes and interview data were used to
triangulate this exploration focusing on gender and primary teaching. It is also important to
note that interview data were the major source for the present article, and quotations from

them were thereby used extensively throughout the article.

Findings

Some participants referred to male numerical dominance. For example, Mrs. Maggie, a
senior and Year 1 class teacher, stated that “almost all male teachers hold managerial jobs.
Yes, it’s a huge difference.” Based on her observations, Miss Fiona pointed to the explicit
tendency that the preference for men could also be found in other schools: “I have observed a
number of schools. Unless men are numerically rare, only one or two men, I do see that the
great majority of male teachers take on managerial jobs.” The following sections discuss the
discourses emerging from the analysis of the teachers’ experiences and views about how men
are preferred and advantaged, to understand the ways in which the processes of gendering are
shaped and maintained in this school. More importantly, male teachers’ responses shed light

on their different voices in terms of the preference and advantages for men in management.

Masculinity as Men’s Advantages

Men are more likely to be perceived as possessing leadership abilities, a perception
underpinning the gendering of school management (e.g., Guo, 2009; Santos & Amancio,
2019; Skelton, 2003). Addi-Raccah and Ayalon (2002) and Moreau et al. (2007) have clearly
pointed out that such factors as ability, training, and ambition contribute to men’s promotion
to managerial positions. In the study of Taiwanese teachers’ work culture, Yang (2007)
discussed the perceived reason for the preference for men as twofold: leadership capability
(e.g., being better at handling matters) and masculine attributes (e.g., physical strength). As
her interviewees reported, male teachers, particularly young men, are seen as possessing more
energy so that they can simultaneously teach and take up managerial work. Yang (2007) is
not alone in this perception. The significance of masculinity emerges as a theme for explaining
why men occupy more managerial roles during the interviews with teachers. Mrs. Angel

identified that the preference for men was due to the notion that “their physical strength is
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good; it’s rare for them to take sick leave.” Mrs. Maggie plainly expressed that “although in
recent years there have been more female principals, male teachers gain more advantages.”

She gave her account:

For some school work, female teachers don’t have the same abilities, experience, courage
and insight as male teachers do, or the same vigor. In so far as men hold managerial jobs,

I assume it’s all right. What female teachers want, just like us, is to be a teacher.

Echoing Mrs. Maggie’s view signifying the notion that women do not seem as ambitious
as men, Mrs. Yvonne laid stress on male ambition: “male teachers fight for those managerial
jobs.” In this sense, falling short of such abilities might be perceived as lacking the confidence
that hinders women’s career progression (Moreau et al., 2007).

Mr. Johnny also advanced the assumption of managerial work as gender-specific due to
its purported need for masculinity. He also proposed why female teachers may be unsuitable

in terms of masculine presence:

For example, when we have to invite parents to negotiate conflicts between students, it’s
necessary for those parents to get together; there may be some disagreements between
them. It'd be more inconvenient for female teachers to come to join these meetings, and

that’s what we need to consider.

To some extent, such views “might appear benevolent on the surface,” but they could
also be deemed as “discriminatory” for women (Moreau et al., 2007, p. 245). In addition to
the need for masculinity and the “unsuitability” of women, this excerpt also reveals that family
responsibilities may erode both the available time and the will to be ambitious in terms of

career progression, as will be discussed below.

Support and Alliances Between Men

Mutual support, such as alliances between men, help explain why male teachers obtain
more opportunities for advancement in higher management echelons (Burton & Weiner, 2016;
Y. J. Chen, 2003; Priola, 2007; Santos & Amancio, 2019). Yet these relations in organizations
can effectively block women’s progression (Crompton & Lyonette 2011). As Chan et al.
(2016) argue:
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Sexism tends to prevail when the school management or selection committee is dominated
by men, who are more likely to hire or promote other men, who look, think and act like

them. (p. 197)

During the research, the male principal informed me that personal capabilities
irrespective of gender were his philosophy of management. When asked about the current
context — i.e., more men occupied the managerial roles — he replied that “it hasn’t resulted
from my personal bias or discrimination,” re-stressing his purportedly gender-neutral
approach. Nevertheless, the responses from the teachers, particularly from women, offer us
more insights into the supportive relations developing between men that underpin a
predominance of men in leadership positions. Mrs. Angel stated that more men occupy
managerial positions because “the great majority of the principals are male.” Mrs. Yvonne,
with more than 15 years’ experience in this school, pointedly spoke about the preferential

treatment her male colleagues received from their male principal:

The present principal asks male teachers about their willingness [for managerial posts].
However, compared to our former principals, who asked teachers to express their individual
willingness by filling in a certain application form for those positions, this principal we have
worked with for five years has never undertaken an investigation of this kind. Generally, he

requests those male teachers or considers that they coordinate better.

Moreover, according to the observations of this study, male teachers provided a great
deal of assistance on school affairs, in particular, a greater share of coaching the ball teams,
whose competitive results were what the principal was proudest of. The evidence also reveals
alliances between men that male teachers are supportive partners and reliable allies of their
principal due to their gender and masculinity (Allan, 1993). Such support and alliances

advantage men in their career advancement (Burton & Weiner, 2016).

Differential Social Expectations for Men and Women

In contrast to women’s lack of support from colleagues (Ndebele, 2018; Santos &
Amancio, 2019), the following excerpt illustrates the link between men’s upward mobility
and the social expectation that male teachers are encouraged to seek career promotion
(Y. J. Chen, 2003; Yang, 2007). In both the formal interview and informal chats with the
principal, he stressed that his upward advancement stemmed from others’ encouragement and

expectations:
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| took the exam for deanships just because | had got calls from others. | didn’t think too
much and just filled in the application forms. | passed the exam and got the qualification, so

| moved on upward.

In addition, his experiences and the masculinization of the school management seem to
align with the argument that school administrators and colleagues support men with the
necessary assistance, resources, and encouragement facilitating their promotion (Cushman,
2005; Santos & Amancio, 2019).

Studies have highlighted that attention should also be placed on the predominant
association between women’s domestic roles and their disadvantage in terms of accessing
managerial work (Chan et al., 2016; Priola, 2007). The findings of a large-scale survey
investigating Taiwanese primary school principals report that the division of domestic labor
does cause restrictions for female teachers and their career advancement (You & Ko, 2004).
In this study, domestic responsibilities placed upon women emerge in many teachers’
responses. Mrs. Angel described the prevalence of stereotypical gender roles among male

principals:

They [male principals] believe that marriage and having children are burdens for female
teachers. This is a vital reason. And this is why lots of female teachers aren’t willing to accept

managerial jobs.

Mrs. Yvonne spontaneously brought up the subject of family responsibilities. She stated
that “female teachers prioritize their family lives,” and that “there is some degree of difficulty
when you request female teachers to come to work, host events or go home late.” Her
explanation echoed the principal’s worries expressing that “the problem is time, which is less
compatible with female teachers’ household responsibilities, let alone occasionally working
in the evenings or at weekends.” In this respect, male teachers also made similar comments
confirming the influence of domestic responsibilities. When being asked why more male
teachers were in the managerial domain, Mr. Gary, working as a subsection leader, placed the

blame on females:

If we [our school] do not address the challenges associated with teacher surplus and the
necessity of accumulating additional service merits, many female teachers may actively

avoid seeking managerial positions.
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However, he also agreed that “regarding flexibility, men are capable of working,
particularly to work after school hours or on the weekend, compared to women who are unable
to do this because of family.” It was “family things,” as highlighted by Mr. Johnny, that
disadvantaged women.

The research data of this study also reveal that childcare is considered to be a major
concern when women desire/decide to enter management. As Priola (2007) notes, “combining
a career with the care of children is more difficult for women than it is for men” (p. 33). Mrs.

Angel’s comments disclose women’s greater share of childcare:

Actually, female teachers are far more likely to take leave. It’s a key point. Maternity leave,
children’s illness, and similar things are the reasons why female teachers take leave. In

comparison, male teachers usually don't.

She further identified the barriers caused by gender norms:

If you [a mum] want to be a dean or a principal, you need to leave home, maybe to a remote
school and live there. You will feel you aren’t able to look after your children. If it is the dad
who leaves home to be a dean or a principal, it doesn’t matter because childcare is a mum’s
duty. Everyone takes this for granted, undoubtedly. However, if the mum has to leave,

everyone considers this unacceptable.

The experience working as a managerial staffer and a class teacher at the same time
illustrates the difficulties that women confront in juggling work demands with family life.

Mrs. Elisa explained the tension she has experienced:

| have to bring unfinished work back home, and that makes me engaged, no time to rest.
| also become less patient with my own boy than with my students. If | want to consider

being promoted to higher posts, | need to think about this issue.

Her comments suggest an inevitable consequence of managerial workloads: a reduction
in the capacity to care for one’s own child(ren) and household, coupled with exhaustion and
the feelings of guilt (Moosa & Bhana, 2017; Ndebele, 2018). Moreover, these remarks may
imply that not all female teachers lack interest or intention in career advancement; rather,
domestic responsibilities and role adjustments often form their main concerns or reasons for

hesitation when considering promotions (Moreau et al., 2007; You & Ko, 2004).
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Men’s Different Voices

The study also turned to exploring what male teachers experience and what they think of
their preferential treatment. During the fieldwork, only three male teachers did not have
managerial jobs. One of them, Mr. Jason, explicitly claimed that the predominantly female

workplace prioritized men:

We, male teachers, are quite aware that we’re far more likely to be chosen and designated
as a managerial member in this school. The next academic year | suppose | won’t be able
to escape from the unavoidable fate of taking on one of those jobs as men are a minority.
We have no other alternatives, especially as men teaching in such a male-disproportionate

environment.

Importantly, the preference and advantages for men reveal men’s unwilling acceptance
or resistance. Asked whether men were advantaged, Mr. Jason complained and commented
critically: “It’s a kind of gender inequality to be a man in this primary school.” He related the
preference as “gender inequality,” indicating that men hardly think their gender “has given
them any benefit” (Chan, 2011, p. 750). Accordingly, his comments make it clear that men
might not only perceive it as a disadvantage but disclose negative feelings, such as an
unwillingness to secure a leadership position. Men, however, may “face invisible pressure to
move up in their professions as if they are on a moving escalator” (Williams, 1992, p. 256).
As reported in Y. J. Chen (2003)’s study, male teachers “dare not say no” to the jobs being
labeled as “male” because their masculinity may be questioned or jeopardized if they decline
or make complaints about managerial work (p. 149). In this sense, the idea of men preferring
or being better at leadership work and roles seems problematic.

Furthermore, such gendered construction of men’s professional mobility can constrain
men who want more involvement in home responsibilities (Jones, 2008). Some examples from
the data of this study represent voices from male teachers, suggesting that men can also place
family lives and responsibilities higher than career advancement. Regarding little interest in

promotion, Mr. Johnny explained family life as a crucial determinant for his career choice:

I need to consider my family. I’'m the only son in my family ... | just couldn’t leave my parents
alone. So | was back to teach here. Yeah, my family is my main priority. My top consideration
is my ageing parents and their worsening health. That’s why | didn’t think about becoming

a dean.



Male Teachers Preferred and Advantaged in Primary School Management in Taiwan? 143

Mr. Jason plainly stated:

Taking on a managerial post will affect family life for teachers of both genders. Being a
subsection leader, for instance, you, as a member of the managerial staff, have to get

involved in the events held on a Saturday or a Sunday, even more so as a dean.

He prioritized rearing his little twin daughters and sharing household duties with his wife
working as a teacher, so he chose “just to be a teacher.” Mr. Gary shared his male colleagues’
views, highlighting the importance of his wife’s opinions and expressing the refusal of upward
mobility. As illustrated, these male teachers prioritized family lives and duties, similar to the
considerations and worries of female teachers, rather than being concerned with upward
mobility. Echoing the arguments of Sanderson and Whitehead (2016) and others (Chan
et al., 2016; Crompton, 1997; You & Ko, 2004), implicit in the comments is the importance

of family support and spousal opinions for men’s career promotion.

Conclusions and Implications

The link between teachers’ gender and career advancement may be studied from
numerous aspects. Drawing on the data from a Taiwanese primary school and official statistics,
this article built on the importance of questioning the preference and advantages for male
teachers in management, providing an illustration of a combination between persistence of
gender-role attitudes and some changes (such as men’s prioritization of family responsibilities)
that actually occur. As argued, men are preferred and advantaged because of their assumed
abilities and suitability associated with masculinity. Moreover, alliances between men and
support for men are suggested to benefit male teachers’ career mobility. Men, as the primary
agents of power in organizational contexts, appear to underpin the numerical predominance
of males in high-ranking positions (Halford & Leonard, 2001; Li, 2016). Echoing the argument
of Addi-Raccah and Ayalon (2002), this study’s data also confirm the significance of
social expectations and gender norms on teachers of both genders in examining their career
progression: men are expected and encouraged to be upwardly mobile, while women typically
work as class teachers, which is considered compatible with domestic responsibilities and
motherly roles as significant barriers to women’s career advancement (Moreau et al., 2007).
Furthermore, the study and official data nonetheless mirrors the fact that male teachers do
obtain more opportunities for advancement (Burton & Weiner, 2016; Y. J. Chen, 2003;
Martino & Rezai-Rashti, 2010), suggesting that “men are effectively being ‘kicked upstairs’
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in the process” (Williams, 1992, p. 256), and that men’s advantaged position may be
accompanied by more prestige or better pay (Budig, 2002). According to Chang et al. (2023)
and Su et al. (2021), the exodus of teachers from administrative duties in Taiwanese schools
may have resulted in instability and potential year-on-year fluctuations within school
management teams, creating circumstances wherein some teachers are compelled to assume
positions as section and subsection leaders, thereby engendering reluctance and an increased
burden among them. Notably, emerging evidence from this study indicates that men of the
younger generation may prioritize their family responsibilities and not feel ashamed to admit
it rather than exclusively focusing on their own advancement. Mr. Jason is an example of
a male questioning the managerial preference for men and the expectations generated by
masculinity. Some male teachers studied showed no intention of seeking upward mobility,
based on their commitment to family duties and lives. As suggested, men, in addition to
resisting promotion, may enjoy teaching children and working in female-dominated
vocational environments (Cushman, 2005; Yang, 2007).

Yet, the situation is not one of simplistic gender domination. Several points are important
to further discuss male numerical dominance in school management regimes. Firstly, a more
accurate way to portray gender segregation as shown in official data is to take the total number
of teachers into account. Taking the years of 2011-2020 for example, when compared with
the number of male and female teachers respectively, 0.19% of male teachers were principals,
whereas female principals constituted 0.08% of female teachers (MOE, 2022a; 2022b). It
seems that fewer women held principalships than reported in Table 1 based on official data.
The growing number of women in the managerial system and the teachers’ comments may
imply an optimistic future for women’s entry into higher career echelons. However, “a move
toward a more balanced gender distribution does not always correspond to the perceptions of
gender equality,” as argued by Priola (2007, p. 28). Secondly, it can be ascertained that both
male and female teachers studied made little mention of discriminations against women or
of active challenges for institutionalized gender inequality. Instead, the teachers inferred the
gender-specific idea that men and their masculinity were considered much more suitable for
managerial work, as outlined by Moosa and Bhana (2017). As stated earlier, Mr. Gary even
commented the numerical predominance of males as a result of women distancing themselves
from management jobs. Arguably the evidence of this study reveals a form of gender blindness
resulting from ways that teachers conform to the gendering processes of labor, rather than
not perceiving or seeing the gendered nature of management work (Linstead, 2000). In many

senses, the position of men is sustained not only at the structural level but also at the
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ideological level through ideas, images, and behaviors (Halford & Leonard, 2001). Thirdly,
what the present article and the aforementioned research add to the literature is men’s concerns
about family responsibilities and their “limited goals in terms of attaining management or
leadership positions” (Simpson, 2005, p. 375). Thus, there is perhaps an emerging post-
patriarchal trend in which the younger generation of male teachers seek or are encouraged
to seek a better balance between family responsibilities and career (Yang, 2007), leading to a
situation in which “the overall pattern of marital power in today’s Taiwanese family is gender
balanced or egalitarian” (Xu & Lai, 2002, p. 227).

Examining the gendering of school management in Taiwanese primary teaching, the
findings of this study hope to contribute to the literature regarding the ways in which gender
patterns at the management level is perpetuated. Although the findings do not necessarily
identify active subversion of gender patterns in management and unproblematically generalize
the experiences of other primary schools, they may carry implications for an understanding
of gender roles/norms in the workplace and family that are being challenged and changed.
This study has other limitations owing to the approaches adopted and the context studied.
For example, because the broader study aims focus on teachers’ experiences and views in
order to unpack gender relations within the teaching workplace, the lack of feedback from
more managerial staff will have probably narrowed the explanatory scope of this article.
While Taiwanese society is making headway in terms of gender parity, including greater
participation by women in leadership roles, the author nonetheless maintains a cautious
position: it seems premature to say that the pursuit of numerical equality and increased entry
of women into management are sufficient to bring women true equality. Thus, more empirical
work to think critically about how men’s and women’s work are valued, whereby a clearer
picture regarding the impacts of various segregated patterns and the possible overcoming of

gender segregation can be obtained and presented.
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Notes

1. The Academic Affairs Section is in charge of the arrangement and coordination of matters
associated with courses and teaching. The Student Affairs Section manages guidance
regarding students’ characters, and organizes school activities and events, protects students’
security, and monitors disciplining in schools. The General Affairs Section is responsible for
managing and maintaining essential schooling facilities and services. The Counseling Section
provides students with guidance, consultation, and assistance.

2. In Taiwan, primary schools (with male and female students aged between 6 and 12) provide

education for six years.
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