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Abstract

The main objective of this study was to assess the factors that affect participation of women in

leadership positions in North Shoa Zone Offices. In order to achieve this objective a sample of

166 women have taken from the total of 397 women workers of the North Shoa Zone Offices. And

both descriptive and inferential statistics have been conducted. In order to determine the

relationships between different factors and the representation of women in leadership position

used Pearson’s correlation coefficient. The study used multiple regression analysis to determine

the impact of representation on the women representation in leadership position. The descriptive

result of the study shows that about 7.23% of the respondents have managerial position starts

from team leader up to top position of the North Shoa Zone Offices and the remaining 92.77% of

the sampled respondents have non managerial position. And the result of Pearson correlation

revealed that societal factors, organization factors, training factors, personal factors,

effectiveness and duration service of employee have a significant effect on the current position of

women in the North Shoa Zone Offices. Finally the North Shoa Zone Administration should take

the commitment of increasing the number of women in managerial position. In order to enhance

the participation of women in leadership position training and continuous capacity building and

mentoring program should be given for women workers. More over the North Shoa Zone Offices

should provide equal opportunities for all qualified women and upgrade their managerial

experience through training.

Key Words: participation, leadership, North Shoa Zone Offices, Pearson correlation test of

association, Debre Berhan town
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CHAPTER ONE

1. INTRODUCTION

1.1. Back ground of the study

According  to  CSA  (2007),  women  account  for  half  of  the  population  but  they  are  still

underrepresented  compared to their male counterparts regardless of their higher contribution  to

every  sphere  of  the  nation’s  economy  (Endale,  2012).  According  to  Endale,  women’s

equal participation  in  leadership  and  decision  making  shouldn’t  be  demanded  merely  for

the  sake  of justice.  It  should  also  be  recognized  as  a  necessary  condition  for  taking  their

interests  into account. Currently  international  and  national  documented  legal  and  other

instruments  are promoting  strongly  for  gender  equality. The Universal Declaration of Human

Rights states that achieving the goal of equal participation of women and men in decision

making will provide a balance for the achievement of both transparent and accountable

government to strengthen democracy and promote its proper functioning (Afroz, 2010).

The participation of women in the workforce has been argued to bring particular gender-specific

capabilities (relationship focused, open communication styles, motivating abilities toward

followers, and the sharing of power) (Collins, James & Singh, 2006) to the economic sector. An

increase in the acceptance of women in leadership  may  imply  a  recognition  of  the  value  of

women-specific  capabilities  (Collins  et  al.,  2006)  as  well  more  opportunity  for  women  to

achieve  gender equality and independence.  However, while accommodating outside values has

become recognized as important, these values may not have penetrated individual-level

behaviours (Collins et al., 2006).  This dissertation aims to sort out exactly this point: some

factors lead to an increase in women’s participation in leadership, while others hinder women’s

advancement.

In South Africa, the government and its leadership have been committed to gender equality and

the empowerment of women, but institutions of higher education have not been quick to emulate

the government’s   example. Survey date on South Africa, reported by  Mbugua  (2007),  showed
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that  in  2003,  the  average  number  of  women  in  senior management  was  approximately

24%  across  17  institutions  of  higher  learning.  At that point in time there were only 3 female

vice chancellors while 82% professors were male and only 18% were female. A 2005 study

carried out in eight higher learning institutions as  part  of  a  USAID  funded  United  Negro

College  fund  Tertiary  Education  linkages project  (TELP)  ,  found  that  gender

representation  of  staff  was  almost  equitable  (46%) women versus 54% male).

Recently  in  Ethiopia  various  policies  and  strategies  adopted  by  the  government  to

promote gender equality and protect women’s rights, Moreover, Ethiopia is one of the countries

which signed the international declarations affirming the legal  rights  and  equality  of  men  and

women.  In addition to this it has  incorporated  such  a point  in  the  Constitution  in  Article

(9)4  which states that “All international agreements ratified by Ethiopia are an integral part of

the law of the land” (Constitution of the FDRE, 1995, p.79). However, available literature shows

that women still constitute an extremely small percentage of those participating in public

decision making (Yalem, 2011).

In Government organization women are an under-represented resource that can contribute to

North Shoa Zone Offices performance within medium managerial and higher managerial

positions. Despite, growing awareness of the benefits  of  gender  equality  in  decision-making,

the  pace  of  progress  to  achieve  it  is  slow  and  varies considerably across countries. A close

look at the current trends in the public and corporate sectors points to a range of common

barriers thwarting women’s access to the top. These barriers include, among others, patriarchal

leadership structures, gender stereotypes, limited work-life balance and flexible working

arrangements, absence of leadership training programmes for women, and a lack of monitoring

and accountability mechanisms to ensure the sustainability and effectiveness of gender equality.

The under representation of women in managerial position of different private and governmental

sector is also a part of a problem here in Ethiopia. Hence the researcher planned to assess the

major factors that affect the participation of women leadership position in case of North Shewa

Zone Offices.
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1.2. Statement of the Problem

In today’s world, more women than ever are entering the labor force but the majority of top

management positions almost all countries are primarily held by men managers generally tend to

be concentrated in lower management positions and have less authority than men. And at the

same time women are still concentrated in traditionally "female" functional areas of companies

such as; human resources, corporate communications, community and governmental relations

marketing and finance (Akpinar-Sposito, 2012).

The  Ethiopian  government  declares  and  ratifies  different  conventions  like  the Convention

on the Elimination of All forms of Discrimination Against All Women (CEDAW,1981), which

could help women to enjoy equal rights in the areas of education, health  and employment,  the

Beijing  Platform  for  Action (BFA,  1995)  which  deals  with twelve critical areas of concern:

poverty, education, health, violence, armed conflict, the economy,  power  and  decision  making,

institutional  mechanisms,  human  rights,  the media,  the  environment  and  the  girl child.

In addition to the international conventions the government lay down different national

proclamations (1995 Federal Democratic Republic of Ethiopia (FDRE) constitution and New

Criminal code of FDRE of Ethiopia and programs (Ethiopia has formulated several policies to

rehabilitate the social and economic infrastructure and create an environment for sustainable

development. These include the economic Policy along with its strategy, the Agricultural

Development Led Industrialization (ADLI), the National Policy of Ethiopian Women, the

National Population Policy, the Education and Training Policy, Health Policy, Developmental

Social Welfare Policy, Environmental Policy, Culture Policy, Policy on Natural Resources and

Environment, and others.) starting  from  the country  (minister)  level  up  to  the  smaller  units,

woredas  (kebeles)  level.  However, the alteration in participation is still sluggish. (Constitution

of FDRE, 1995)

In our zone women participation in leadership is very low. There are different reasons for this

low participation, low society awareness, most women do not have self - confidence to become

leaders
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1. Low society awareness: the society believes that women couldn’t be effective in

leadership. So they are not encouraged to become leaders.

2. Most women don’t have self-confidence to become leaders: in addition to the society’s

awareness, women lost their self confidence in becoming leaders.

3. Even though there are different laws and regulations, institutions which supposed to

execute those law and regulations are not full filling their responsibilities: to strength

women participation starting from the constitution, there are different policies with laws

and regulations. To execute those policies, there are lots of governmental and non-

governmental institutions. But those institutions are no full filling their responsibilities

properly, which is one of the reasons for women’s low participation in leadership.

4. Luck of enough leadership skills: there was thinking that woman doesn’t have the

capacity to learn and grow, which forbids them to go to school and different institutions

to leadership skills and knowledge. This luck of skill and knowledge hardens the way to

leadership for women.

Even though those mentioned reasons exist, there are women who persist those obstacles and can

be successful leaders in the country.one or the other way women should be become leaders.

There are different reasons for women to become leaders.

1. Having different laws and regulations: the laws and regulations (from the constitution to

the policies) describe that, for women being a leader is not just a matter of ability, it is also

their right. Article 35 in the constitution describes that women are equal with men to

participate in political, economic and social affairs of the country. In addition to the

constitution, international agreements signed by the country, gives women equal right to

participate in any field.

2. Women can be a leader: women have a role of managing home related activities. They

manage their family from infancy to adult, so they can become leader. This is because they

manage their home wisely and skillfully.

3. Increasing women’s knowledge and skills: even though there was little chance for women

to learn, in recent years women’s participation is increasing in educational systems. The

increasing participation in educational system derives women to get enough leadership
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knowledge and skills. So, once they are getting those skills and knowledge, they should

become leaders.

4. Somehow the society attitude changes: even though there was an old thinking that women

couldn’t be leaders, things are being changed from time to time. In addition to this, society

starts to encourage women, so they should become leaders.

5. They should become leaders to guarantee their rights: as it is known most leaders are men,

so it is difficult to think decisions are done in accordance with women rights and benefits.

So to have decisions which consider women rights and benefits, it is necessary to make

women leaders.

Therefore, this study was attempted to assess the factors that affect participation of Women in

leadership/ management position in the case of North Shewa Zone offices.

Accordingly, the researcher raises the following questions.

Research Questions

1. What is the demographic characteristic of women?

2. What are the real existing situations of representation of women in leadership look like in the

study area?

3. What are the major factors that affect the participation of women in leadership?

4. How much gender equality was practiced in the study area?
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1.3. Objective of the Study

1.3.1. General Objective

The general objective of the study is to assess the factors that affect participation of Women in

leadership/ management position in the case of North Shewa Zone offices.

1.3.2. Specific Objectives

1 To assess the demographic characteristics of women in leadership/managerial position in the

study area

2 To assess the real existing situation of the representation of women in leadership/managerial

position in the study area.

3 To identify the major factors affecting the participation of women in leadership position.

4 To examine the effect of gender gap on leadership/managerial position.
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1.4. Research model and hypothesis

1.4.1. Research model

Figure 1. Conceptual frame work diagram of the relationship between the dimension factors and
women representation in leadership position

Women representation in
leadership position

Personal factors

Training factors

Organizational
factors

Effectiveness

Societal factors

Duration service of
employee

Educational
factors
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1.4.2. Hypothesis of the study

H1: societal factors have a positive impact on women representation in leadership position.

H2: organizational factors have a positive impact on women representation in leadership position.

H3: personal factors have a positive impact on women representation in leadership position.

H4: training factors have a positive impact on women representation in leadership position.

H5: educational factors have a positive impact on women representation in leadership position.

H6: effectiveness has a positive impact on women representation in leadership position.

H7: duration service of employee has a positive impact on women representation in leadership

position.

1.5. Significance of the study

Equality between women and men is seen both as a human rights issue and as a precondition for,

and indicator of, sustainable people centered development (AFDB, 2015). Therefore, findings of

this study may help for the study area, Debre Berhan town North Shoa Zone Offices to

understand the current women leadership status and accordingly to take corrective action. The

research result was also having its own importance for North Shoa Zone Offices by showing the

gap of women leadership. The result used as a preliminary data for other researcher in the same

area. The management bodies will also use as a source document to develop strategies and

related intervention.

1.6. Scope and Limitation of the study

This research paper mainly focuses on the assessment of factors that affect the participation of

women in leadership position the case of North Shoa Zone Offices Debre Brehan town. Knowing

that several factors affects women’s participation in leadership, but on this research it has chosen

to focus some factors. Geographically, the study area is conducted only in Debre Berhan city

focusing on North Shoa Zone Offices. So the researcher has chosen to conduct the study on

above specified area. It does not include other variables beyond the organizational factor such as

structural and behavioral factors which are not be explored.
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The major limitation of this research was the respondents’ reaction towards the questionnaires.

The main source of primary data were the organization female employees included who are

placed at top management position and leaders and most of them as it is known the time does not

allow us to meet in person were not timely responding which had an impact on the study and

research schedule.  Similar to the questionnaires, interview is one of the other primary data for

this study and it had also difficulty to arrange it on time with HR officers.

1.7. Ethical Considerations

From the outset, the consent of the subjects have been secured and they have been assured that

information they are provided only be used for the purpose of the study. The interview is

conducted by letting the participants to have information about the purpose of the study and the

type of information needed from them. The interview is carried out after consent from the

interviewees and at a place of their choice. Through this process the researcher let the

participants to know the purpose of the research and those who participated are according to their

willingness. The questionnaire provided to the respondents had general information about the

purpose of the study.

1.8. Organization of the paper

This paper was organized into five chapter, the first chapter consists of the general introduction

about the study, the gap or statement of the problem that this project want to addresses, the

research question that was answered by this paper, research model and hypothesis, objective of

this research, scope, significance and limitation of the study.

The second chapter includes the literature review with various theoretical concepts which are

related to women representation in leadership position in North Shoa Zone Offices.

The third chapter presents the research methodologies which are research design, target

population, sampling technique, sample size, source of data, type of data, method of data

collection, procedure of data collection and method of data analysis would be included in this

chapter.
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The collected data has been analyzed and interpreted. The analyzed and interpreted data was

presented in fourth chapter. In the fifth chapter summery of the finding, conclusion and possible

suggestions or recommendations are presented.
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CHAPTER TWO

2. REVIEW OF LITERATURE

2.1. Gender and Leadership Theories

2.1.1. Concept of Leadership

Gender refers to the distinctive culturally created qualities of men and women apart from their

biological differences. The construct of gender implies the way meaning associates with sex in

members of a culture in terms of expected learned behaviors, traits, and attitudes (Northouse,

2004). The concept of gender role is situation ally constructed in organizations, and based on:

masculinity involving aggression, independence, objectivity, logic, analysis, and decision, and;

femininity involving emotions, sensitivity, expressiveness, and intuition ( Trinidad et al., 2005).

Leadership is a complex and multidimensional phenomena. It has been defined as: a behavior; a

style; a skill; a process; a responsibility; an experience; a function of management; a position of

authority; an influencing relationship; characteristic; and an ability (Northouse, 2007). Although

there are a variety of leadership definitions, the majority of definitions focused on two

components which are: the process of influencing a group of individuals to obtain a common

goal; and to develop a vision. In addition, research shows that being an effective leader depends

upon common behaviors and characteristics like: confidence; service mentality; good coaching

skills; reliability; expertise; responsibility; good listening skills; being visionary; realistic; good

sense of priorities; honesty; willingness to share; strong self-esteem; technical or contextual, and

recognition (Algathtani, 2014).

2.1.2. Gender and Leadership

According to Christ as cited by American Association of University women (AAUW, 2016)

Women have been leaders throughout history. From the pharaohs of Egypt to the queens of

England, women rulers are found in nearly every culture and time period. Yet, in almost all

circumstances, male leaders greatly outnumber female leaders. Moreover, customs and laws
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against female leadership can be found throughout history, most notably in every major religion

(AAUW, 2016).

Likewise, in Ethiopia according to Rita Pankhurst (1995) as cited by Yasin, 2013 reminds us all

about women’s position in the history of Ethiopia, “Lucy alias Dinknesh literally "you are

lovely” is the first woman in Ethiopian history, indeed in the history of the world.” Ethiopia has

a long recorded history of women’s significant role on the overall socio-economic and politico-

military developments of the country. The legendary Queen Sheba of the Axumite kingdom; the

founder of the Zagwe dynasty, Queen Yodit; and Empress Eleni, who had, exerted political

influence for over half a century in the 15th Century Ethiopian politics were few among the

prominent women personalities in Ethiopian history. Moreover, the brave warrior Dele-Wan-

Bara, the daughter of Imam Mahfuz, governor of Zayla and wife of the ruler of the Adal

kingdom, nicknamed ‘Ahmed Gragn’; the 18th Century great Empress Mentewab who was

regent at the Gondar palace for over three decades; Empress Taytu Betul, a strong and the

strategist wife of Emperor Menelik II, were also among those women who hold a remarkable

place in the history of Ethiopia. Nevertheless, their significant contribution in all spheres of the

country’s affairs could not match with the general women’s status in then and today’s Ethiopia

(Yasin, 2013).

2.2.The Women and Leadership in Ethiopia

2.2.1. During Haile Selassie Regime

Before the 1974 revolution, Ethiopian society has a strong religious base and the political culture

has derived its strength from those religious beliefs.  Orthodox Christianity was the dominant

religion at the time forming the ideological base of the ruling monarchs. Within the stratification

system, women were not only placed at the lowest hierarchical level, but were also expected to

show utmost  respect  and  submission  to  men  and  never  question  the  motives  of  their

husbands, fathers or male relatives. This hierarchy was also explicitly stated in the Fetha-Negest

(as cited in Biseswar, 2011): “First, he [the judge] must be a man... the requirement of being a

male is based on the consideration  that  man  is  the  master  of  a  woman,  as  said  by  the
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Apostle[Ephesians 5:23]. The office of a judge belongs to the superior rather than the

subordinate; because a man is more intelligent, he must judge”.

Over centuries, such indoctrination became further integrated as part of culture. In this manner,

women’s inferior status became established unchallenged as universal within the traditional

patriarchal ideology. So according to Fetha-Negest omen at that time were subjected to powerful

autocratic ideological control that none of them could challenge the emperor. Due to that, the

Emperor had no agenda and did not consider women’s advancement as an issue.  There were

women’s organized  activities  run  mainly  by  non-governmental  (NGOs)  bodies  such  as  the

Ethiopian  Women's  Welfare  Association,  the  Ethiopian  Officer's  Wives  Association,  and

the  Ethiopian Female Students' Association. These Associations were, however, limited in

scope, and only existed in the cities.

Besides as it was  the  order  that  time,  the  monarchy  did not design special measures for

women’s liberation and  also  did  nothing  to  alter  traditional  gender  perceptions  in  the

society.  Therefore, they had little or no impact on government policies, laws, regulations or

development programs. Most of the educated  women  (at  the  time  there  were  very  few)

were  also  not  sensitive  to  their  own problems  and  could  not  walk  further  than

functioning  as  part  of  the  society,  abiding  by their feminine roles (Ibid). Even though the

first parliament was established in Ethiopia during Haile Selassie’s regime, no woman had been

given a chance of nomination. Latter, only 2 women in 1965 and 5 women in 1969  have

occupied  the imperial’s parliament  and  the  senate  which  had  250  and  125  seats

respectively (Yalem, 2011).

2.2.2. During the Dergue Regime

When  the  Dergue  (The  Military  Government)  took  political  power  in  the  country  in

1974,  it dramatically  changed  the  political course  from  monarchy  to  a  communist

orientation.  The Revolutionary Ethiopian Women’s Association (REWA) was established by

proclamation, but this organization was too monolithic and too close to the Dergue to be of any

real use to women. The purpose of its establishment was, in fact, the consolidation of the

Dergue's power. Promoting the interests of women was not high on its agenda nor was it

designed to influence government policies or help women benefit from development programs.
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As  a  result  there  was  little improvement  in  the  lives  of  Ethiopian  women,  whether  in  the

social,  economic  or  political sphere, especially of those who lived in the rural areas (Yalem,

2011).

Even though a few development agencies, particularly NGOs engaged in relief and rehabilitation

work, had attempted to incorporate women's issues into their work programs, they did not show

the expected results.  This  was  because  the  previous  government  had  not  given  women’s

development  the  priority  it  deserved  and  therefore  had  not  created  conducive  atmosphere

for development initiatives for women. The Dergue made it clear that it would not tolerate any

resistance from anyone to achieving its own goals.  In  the  first  year  of  its  power,  women

activists  engaged  on  state  structures  (peasant associations and women’s commission)  to

advance  their  agenda  in  mobilizing  rural  women  in some regions. They exploited the

available opportunities at the time. But that did not last long.

The Dergue  assumed  complete  monopoly  on  the  emancipation  of  women,  dictating  its

course and actions from a distorted woman question paradigm. Within this woman question,

there was no indication of altering the traditional female and male domains. In fact, these were

found to be enforced  and  exploited  to  the  maximum  by  the  institutional  arm  of  the

Dergue  representing  all women  in  the  country,  namely  the  Revolutionary  Ethiopian

Women’s Association  (Biseswar, 2011).

2.2.3. During the EFDRE Regime

Things  looked  more  promising  when  the  EPRDF  took  political  power  in  the  country  in

1991. Many  new  laws  replaced  the  abundance  of  state  proclamations  of  the  Dergue,

creating opportunities  for  society.  Initially,  these  laws  promised  much  freedom  and  space

to  the  people (Biseswar, 2011). The ruling party set up its own national women’s machinery in

the form of Women’s Affairs Offices (WAO) and bureaus to enhance women’s actions. Beside

the women’s machinery, the EPRDF government also initiated numerous other well-intended

efforts to enhance the rights of women within. These include the promulgation of a very liberal

constitution containing women’s explicit rights, the signing of international treaties regarding

women’s rights and the introduction of affirmative measures to promote women’s advancement

(Yalem, 2011).
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The  Federal  Constitution  of  Ethiopia  was  promulgated  in  1995  which  has  renewed  the

commitment to the gender policy and clearly expressed legislative support for women through its

various articles. For example, Article 25 prohibits discrimination on grounds of gender. Article

35 is the most comprehensive law regarding women’s rights and consist of nine sub-provisions.

These  are  stipulations  on  the  equal  enjoyment  of  rights;  equality  of  rights  in  marriage;

entitlement to affirmative measures; freedom from harmful traditional practices; maternity leave;

equal participation in program planning and implementation; equal rights on property ownership;

equality in employment; and full access to reproductive health care. A  number  of  other

constitutional  provisions,  namely  those  embodied  in  Articles  7,  33,  38,  42, and  89,  also

have  a  direct  bearing  on  the  protection  of  the  rights  of  Ethiopian  women.  Beside local

efforts, the government in Ethiopia has always been among the first to become a signatory to the

many international conventions. It did not stop there. It was quite promising to see that the

ruling party included an article in the constitution meant to domesticate these international

treaties.  Article 9 (4) in the 1995

Constitution stipulates that “all international agreements ratified by Ethiopia are an integral part

of the law of the land”. Many other steps undertaken by the EFDRE government on women’s

rights include revision of the family law in 2000; revision of the penal code in 2004; revision of

the  labor  law;  launching  of  a  social  welfare  policy  in  1997;  an  educational  policy;  the

formulation of a national health policy in 1993; the promulgation of a national population policy

an HIV/AIDS policy, and many more. Besides these, Article 3 of the constitution provides equal

opportunity for women to participate in the decision making process by giving them the right to

vote and be elected. In this regard, a number of measures have been taken in terms of advocacy,

lobbying and awareness creation in order  to  increase  the  participation  of  women  in  the

decision  making  structures  of  the  country.

Though much still remains to be done, there are noticeable achievements in the participation of

women particularly in the parliament as well as in regional councils. The Civil Service Reform

Programs also contributed a lot to women's participation in decision-making.  Article  13  (1)  of

the  Civil  Service  Proclamation  No.262/2002  prohibits  discrimination among job seeker on

the basis of sex. The proclamation also incorporates an affirmative action by stating that

preference shall be given to female candidates who have equal or close scores to that of male
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candidates. As a result, the number of women indifferent decision making position has increased

significantly. Thus, representation of women in the different decision making positions during

the current regime (i.e.at Legislative, Executive and Judiciary) levels are shown below:

Table 1: The House of People’s Representative

Election year Female Male Total no. of

seatNO. in% No. in%

1995 15 2.74 532 97.26 547

2000 42 7.7 505 92.3 547

2005 117 21.4 430 78.6 547

2010 152 27.8 395 72.2 547

Table 2: Federal Executive Level at Top Management Position

Year Ministers State Ministers

Female Male Female Male

No. in% No. in% No. in% No. in%

2010 3 12.5 21 87.5 4 8.2 45 91.8

2013 3 12.5 21 87.5 5 11.1 45 88.9
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Table 3: Federal Judiciary Level in decision making position

No. Court type

Sex

Top position Lawyers

President Deputy President

No. in% No. in% No. in%

1 Federal

supreme

court

Female - - - - 1 -4.1

Male 1 100 1 100 23 95.9

Total 1 100 1 100 24 100

2 Federal high

court

Female - - - - 7 13.7

Male 1 100 1 100 44 86.3

Total 1 100 1 100 51 100

3 Federal first

instance

court

Female - - - - 24 28.6

Male 1 100 1 100 60 71.4

Total 1 100 1 100 84 100

Total Female - - - - 32 20

Male 3 100 3 100 128 80

Total 3 100 3 100 160 100

2.3. Factors that Affect Women’s Leadership Position

Underrepresentation  of  women  in  senior  leadership  is  problematic  for  several  reasons.

First,  a lack of women in senior positions may discourage the lower-level women to aspire to an

upper-level  position,  because  they  feel  that  it  is  un-tenable  at  all.  Highly  qualified  and

experienced women  may  thus  not  apply  for  upper  level  positions.  As  a  result,

organizations  lose  the opportunity  to  capitalize  on  the  skills  and  talent  of  a  portion  of

their  workforce.  Further,  when employees  perceive  a  lack  of  women  in  upper

management,  they  may  form  ideas  about  the implicit  values  and  culture  of  the

organization,  such  as  it  is  an  ‘‘old-boys  club,’’  or discriminatory  in  its  hiring  and

retention  practices.  Therefore there are so many reasons that barriers women from moving to

upper managerial position and from those factors some of them are described as follows:



18

2.3.1. Social / Cultural Factors

Willis (1991) culture is that which surrounds us and plays a certain role in determining the way

we behave at any given moment in time.  By no  means  a  static,  concept  defines  culture  and

is both defined by events that are taking place both locally as well as regionally and

internationally, it is shaped by individual events as well as collective ones, and it is a feature of

the time or epoch we  live  in.  Because  it  is  so  vast,  culture  is  also  often  used  as  a  tool  to

validate  all  manners  of actions not, all of which may be acceptable to all concerned and are

often intimately, connected to issues of identity. Cultural frameworks are not always imposed,

but are open to manipulation and interpretation from many angles and sources.

According  to  Bernaars,  (as  cited  in  Mbugua,  2007)  in  any  ethnic  group  in  Africa  a

typical woman has low status particularly lack of power to make decisions on matters affecting

her life and those of her family. This culturally determined expectation and attitude towards the

girl child influences  less  allocation  of  resources  towards  the  girl  as  compared  to  the  boys.

A boy will always be considered first before a girl.  This  gender  biased  cultural  assumption

and  the subsequent differential treatment of boys and girls in a homestead not only diminish

girls’ access and  performance  in  the  education but also tend to push girls to doing the so called

‘feminine careers’.

One of the earliest biological justifications for male superiority comes from Aristotle 5th century

B.C (as cited in Amrot, 1998, p.7).  He  stated  that  the  world  is  a  hierarchy  composed  of

ruling elements and women are “naturally” fit to the second. In his own words he described it as

“The male is naturally fitter to command than the female and female and women benefit most by

being subject to male royal authority”. It is mainly because during that time the inequality of

men and women was a legally and socially accepted fact.  Therefore, this simply shows his

ideological difference from contemporary thinkers. While society believes in the superiority of

men, we are in the decade of woman in which the involvement of women in many aspects is a

hot issue.

As Sitterly cited in Amrot, (1998, p. 7) the women manager confirmed it as follows:

“… The 1990’s have been named the decade of Women …changes in values technology,  labor

availability  the  work  force,  life  styles,  public  attitudes,  family roles,  globalization,  legal
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requirements,  company  recognition,  emphasis  on  team work and employee involvement are

all factors that will enhance women’s opportunity to compete and survive in tough economic

time.”

2.3.2. Organizational Culture Barriers

According to Phillips (as cited in Mbugua, 2007) organizational culture is defined as the realities,

values, symbols and rituals held in common by members of an organization and which contribute

to the creation of norms and expectations of behavior. It defines conduct within an organization,

determines what is and is not valued, and how authority is asserted. The  values,  which  support

the  great  majority  of  organizations,  and  thus  define  success,  often include  money,  power

and  status.  As  McKenna  (cited  in  Mbugua,  2007)  the  corresponding behaviors include

working  long  hours  and  putting  in  face  time  (as  proxies  for  productivity), competitiveness

and a willingness to put work above all else. These values and behaviors, which some authors

define as being masculine, have come to dominate organizations for historical and socio-

economic  reasons  but  are  increasingly  being  challenged  by  women,  and  many  men,  who

want to 'work to live' rather than 'live to work'.

The  organizational  and  managerial  values  in  some  organizations tend  to  be  characterized

by stereotypical  views  of  women's  roles,  attributes,  preferences  and  commitments.  These in

turn influence decisions about who is suitable for particular positions, which is seen to have

potential and so forth.  When women  find  themselves  selected  or  assessed  on  the  basis  of

group membership rather than on their experience and abilities, they experience gender

discrimination.

According  to  Eagly  &  Johansson  (as  cited  in  Miller,  2006)  leadership  and management

continue to be the domain of men that is ‘thinks manager, think male’. This has implications for

women  and  men,  rightly  or  wrongly,  are  perceived  in  a  particular  way  in  society,  which

permeates organizations. They are assigned gender roles, which are shared beliefs that apply to

individuals on the basis of their socially identified sex.
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2.3.3. Gender Stereotype Factors

Gender  stereotypes  are  generalized  beliefs  about  the  characteristics  and  qualities  attributed

to men  and  women  in  a  society.    In  general,  men  are  characterized  as  aggressive,  risk-

taking, decisive, and autonomous (agentic attributes), whereas women are characterized as kind,

caring, relational,  and  humble  (communal  attributes)  (Collins  & Singh,  2006;  Sikdar  &

Mitra,  2008). Gender  stereotypes  can  be  described  as  the  characteristics,  attitudes,  values

and  behaviors  that society  specifies  as  appropriate  for  the  particular  gender.  The

differences  may  have  arisen not just  from  biological  differences  but  also  from  sex  role

socialization  during  childhood  and  the way  in  which  men  and  women  develop

psychologically.  Gender  stereotypes  have  consistently demonstrated that men are generally

seen as more agent and more competent than women, while women  are  seen  as  more

expressive  and  communal  than  men  (Duher  and  Bono;  Sczesny  and Stahlberg, as cited in

Ginige, 2007).

Gender stereotyping also explains why women and men are over-represented in particular types

of jobs. Women dominate in “care” occupations such as nursing, teaching, social care and

especially child-care.  Men  tend  to  be  concentrated  in  construction  and  management  areas

associated  with  physical  strength,  risk-taking  or  decision-making.  Such gender biases are

also reflected in organizational practices.  Male-dominated  sectors  tend  to  be  more  unionized,

and men  are  more  frequently  selected  for  managerial  positions  because,  some  argue,  they

are perceived to be more willing to work longer hours and supervise others. Occupational,

sectorial or time-related segregation can also be explained by women’s preferences for job

security or the manner in which societies force them to balance work and family responsibilities.

These factors, among  others  including  structural  and  legal  context,  could  help  explain  the

over-representation of women in public sector jobs and/or part-time work.

As Hoobler (2011) states the ‘‘glass ceiling’’ explanations focus on discrimination due to many,

varied  causes,  such  as  sex  role  stereotyping  (where  individuals  tend  to  associate  male

characteristics and consequently men with leadership positions also called the ‘‘think leader,

think male’’ phenomenon). Scholars have collected substantial empirical evidence that illustrate

that  we  associate  successful  leaders  with  stereotypically  male  attributes  such  as

independence, assertiveness,  and  decisiveness.  So because stereotypes of what women ‘‘are
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like’’ in the workplace do not match with the male leadership archetype, women are not

considered for or are judged to be ill suited for the top jobs. Thus as Cornelius (cited in Mbugua,

2007) asserts that stereotyping can have an influence on the way  in  which  men  and  women

are  perceived  in  the  workplace.  The  use  of  stereotypes  as  the basis  for  assessment  of

individuals  can  result  in  advantage  or  disadvantage,  not  because  of individual  ability  or

lack  of  it  but  because  of  group  membership.  Gender stereotypes are still pervasive and

widely shared, according to this author.

2.3.4. Personal factors

Women  are  not  the  same  as  men;  they  have  particular  biological  functions  that  make

them different,  which  in  turn  make  their  work  experiences  different.  To  this  end,  treating

men  and women  the  same  has  effectively  created  a  systemic  form  of  indirect

discrimination  for  women. Mbugua (2007) asserts that pregnancy is a workplace issue that

starts well before conception and ends long after birth.  It is impossible to separate pregnancy

and family responsibilities. Anecdotal  evidence  suggests  assumptions  that  women  will

resign  when  they  have  children  are still  widespread  and  continue  to  form  the  basis  for

not  hiring  women  among  some  employers. Large number of women report significant

difficulties when they return to work due to the lack of supportive policies and practices in

workplace.  Issues like childcare, breastfeeding, flexible working hours and part-time work are

still very current issues for most working women.   The “Maternal wall”

It has been argued women managers and professionals are disadvantaged in the labor market due

to their status as potential or actual mothers, sticking to the old saying that reads, “The hands that

rock the cradle cannot rock the boardroom”.  Despite  anti-discrimination  legislation,  a

negative link  continues  to  be  made,  by  employers,  between a women’s reproductive status

and her employment orientation (Gatrell, 2006).

The Equal Opportunity Commission (EOC) has stated that this is partly because employers fear

that expense and inconvenience may be involved in managing both maternity leave and mothers’

subsequent  return  to  work,  when  women  might  request  flexibility  due  to  their  maternal

responsibilities. The  EOC  also  argue,  however,  that  such  discrimination occurs  due  to  a

belief on the part of organizations that mothers likely to lose their career focus from the moment
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they become  pregnant. It has been suggested that discrimination in relation to women’s

maternity occurs because the ‘normative’ image of womanhood is gendered. While men are seen

as employment-oriented economic providers and bread makers, it is assumed that mothers’ chief

responsibility and interest is (or ought to be!) embedded within the home. Mothers are therefore

constructed  as  having  a  lower  employment-orientation  (and  a  higher  home-orientation)

than fathers (Gatrell, 2006).

2.3.5. Discrimination in Appointments

Discrimination occur when an employee suffers unfavorable or unfair treatment due to their sex,

race,  religion,  national  origin,  disabled  or  veteran  status,  or  other  legally  protected

characteristics. Federal law prohibits discrimination in a number of work-related areas, including

recruiting,  hiring,  job  evaluations,  promotion  policies,  training,  compensation  and

disciplinary action. Discrimination can be portrayed in different ways. It can occur in accessing

employment, in promotion or in the treatment of an employee.

According  to  UNDP  report  of  1999,  despite  the  fact that  many  governments  have

adopted  and adapted affirmative action measures and the rhetoric of gender balance, the figures

still indicate that globally, despite the fact that women are half of the population, they are

nowhere near half of  the  decision-making  structures.  The  threshold  of  30%  advocated  by

the  UNDP  report,  as  a prelude to the 50% is still a dream for most women. As a matter of fact,

intelligence, ability and motivation are the attributes of a good leader.  These  attributes are

inherent  in  both  men  and women,  and  gender  has  no  role  to  play  in  determining  these

attributes.

2.3.6. Effectiveness

As Kadyrkulova (2008) Leadership keeps up its effectiveness by natural sequence according to

established rules. The simplest way to measure the effectiveness of leadership to involve

evaluating process, later he/she can as leader master it. However, this approach may measure

power rather than leadership. To measure leadership more specifically, one may assess the extent

of influence on the followers, that is, the amount of leading. Effective leaders generate higher

productivity and opportunities.
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Leaders create results, reach goals, and realize vision and objectives quickly and with high level

of quality. The functional leadership model conceives leadership as a set of behaviors that helps

a group perform a task, reach their goal, or perform their function. In this model, effective

leaders encourage functional behaviors and discourage dysfunctional ones. Leader has the

function of clearing the path toward the goals of the group, by meeting the needs of subordinates.

The quality of the leadership process: An effective leader has to get a group of potentially

diverse and talented people, many of whom have strong personalities to work together toward a

common output. However  in  pursuit  to investigating  the  factors  influencing  women

progression  to  leadership,  social/cultural  factors, organization  culture,  personal factors,

leader effectiveness   and  discrimination  of  women  in  appointments  have come out clearly as

the factors inhibiting women from moving up the ladder of upper managerial positions.

However  in  pursuit  to investigating  the  factors  influencing  women  progression  to

leadership,  social/cultural  factors, organization  culture,  effectiveness  and  discrimination  of

women  in  appointments  have come out clearly as the factors inhibiting women from moving

up the ladder of upper managerial positions
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CHAPTER THREE

3. METHODOLOGY OF THE RESEARCH

3.1. Introduction

In this section the research methods could be presented, which were, used in executing the study

to assess the factors that affect participation of Women in leadership/ management position in the

case of North Shewa Zone offices. This section also includes many sub sections those are the

research design, sampling technique, the target population and the sample size, type of data, data

collection mechanism and data analyzing methods.

3.2. Description of the study area

North Shewa Zone is one of the ten Zones in Amhara Region which was the former province of

shoa. Geographically, the Zone is surrounded by Oromia Region on the west, south and north

east, South Wollo on the north, and Afar Region on the east. It coves total area of around 15936

square kilometers. Based on the statistic conducted on 2007 by Central Statistical Agency

(CSA), it has population of 1,837,490. As mentioned on (North Shewa Zone (Amhara), 2020),

the three largest ethnic groups reported in North Shewa were the Amhara (90.73%),

the Oromo (7.14%), and the Argobba (1.71%); all other ethnic groups made up 0.42% of the

population. And its administrative town is Debre Birhan which has an age of above 600 years as

it told in history.

The study was conducted in North shoa zone Offices Debre Berhan town, which is located at 120

km North- East of Addis Ababa and 695 kilometers from the capital city of Amhara region,

Bahir Dar. The town is capital city of North Shoa Zone Administration. It was established by

Atse Zerea Yako from 1426-1460. By now, the town is organized by nine kebeles (CSA, 2016).

Debre Berhan town is one of the coldest towns which is found at sub-tropical zone of Ethiopia.

There are twenty-eight zone sector offices in the town. The study mainly focuses on the female

workers of the North Shoa Zone Offices.  The total numbers of female workers in the North Shoa

Zone Offices are 394, which was used as the sampling frame of the study.
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3.3. RESEARCH METHODOLOGY

3.3.1. Research method of the study

Research design is a decisions regarding what, where, when, how much, by what means

concerning an inquiry or a research study constitute a research design and the research design is

the conceptual structure within which research is conducted; it constitutes the blueprint for the

collection, measurement and analysis of data (Kothari, 2004). For the purposes of this study, the

researcher plan to employ descriptive and inferential research design. Thus, a descriptive survey

study is concerned with determining the frequency with which something occurs whereas the

inferential one is used to investigate the relationship between variables (Bryman and Bell, 2003).

Thus, Quantitative research approach uses survey and questionnaire. Information dealing with

numbers and anything that is measurable, statistics, tables and graphs presented the results of this

study.

According to Kothari (2004), more explicitly, the design decisions happen to be in respect of:

What is the study about? Why is the study being made?, Where will the study be carried out?,

What type of data is required?, Where can the required data be found?, What periods of time will

the study include?, What will be the sample design?, What techniques of data collection will be

used? How will the data be analyzed?, In what style will the report be prepared?.

In fact there are different research design categories. According to Kothari (2004)can be we

categorize them as: (1) research design in case of exploratory research studies; (2) research

design in case of descriptive and diagnostic research studies, and (3) research design in case of

hypothesis-testing research studies.

This study has been explanatory research design. Because this study would be formulate

hypothesis and go to test these developed hypotheses and examine relationships and factors of

women representation in leadership position.

3.3.2. Target population and Sampling techniques

Kothari (2004) uses the term “target population” to refer to the intended population covered by a

study in a specific geographical area such as country, region and town in terms of age group and
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gender. In order to this, the target population of the twenty eight North Shoa Zone Offices were

394 qualified female employees who have diploma and above.

A sample size is defined by Bailey (1987) to refer to the number of representative respondents

selected from a research population. The number depends on the accuracy needed, the population

size, population heterogeneity and resources available.

The target populations of the study are female workers in North Shoa Zone Offices. In order to

select a reasonable sample from this population stratified random sampling techniques has been

employed. Proportional sample has been taken from each twenty eight zonal sector. And the

respondents from each sector were selected by using stratified random sampling techniques.

Once the respondents have been selected questionnaire are distributed through the selected

respondents.

3.3.3. Sample Size Determination

Determining the sample size for a study is a crucial component of study design. The goal is to

include sufficient numbers of subjects so that statistically significant results can be detected. In

order to have an optimum sample size, there are a number of issues/points one has to take into

account. Some of the issues are: objective of the research, design of the research, cost constraint,

plan for statistical analysis, and degree of precision required for generalization, degree of

confidence with which to conclude etc. As mentioned in sampling techniques, sample size

determination technique has been used in this study is stratified random sampling techniques.

Accordingly, the sample size determination formula adopted for this study was (Cochran, 1977):

n = N1 + N(e )
Where, S = sample size

N = total number of women working at North Shewa Zone Office

e = significance level or error (0.05)n = Z ⁄ pqd ,
If n > 0.05*N the sample size becomes:-
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n = n(1 + n N)⁄
Where: p is proportion of women who have managerial position in the zone office. The

proportion p has been determined by using pilot survey. Taking 30 women randomly as a pilot

sample from the North Shoa Zone Offices and six of them have managerial position and the

remaining twenty four women have non managerial position. Therefore p is the ratio of manager

women to the total sampled women in the pilot survey, i.e. p = 0.2 and q = 1- p = 0.8 the total

number of women in North Shoa Zone Offices is (N = 394). d = margin of error 5 % α = level of

significant which is 0.05z ⁄ = the accuracy level of significance taken as 1.96. Substituting the numerical values of each

parameter in the formula gives n =.

Since n = 246 > 0.05*394 the final sample size of the study becomes:n = ( )⁄ = n = ( )⁄ = 151

The sample size of the study with 10% non-response rate is 166. Therefore from the total of 394

female workers 166 of them have taken as the sample size of the study.

3.4. Type of data

This study used a Quantitative type of data. The reason of using Quantitative type of data is the

study would be analysis the data by using statistical analysis. So, statistical analysis is uses

mainly quantitative data using appropriate measurement of their variables and it can be measured

numerically. In order to know the impact of independent variable on the dependent variable by

using statistical approaches, it requires a quantitative type of data. Therefore to achieve the

objective of the study, I used quantitative type of data.

Quantitative research approach is used to test a hypothesis and theory. So this study had its own

hypothesizes to be tested. In order to test these hypothesizes the study has been employed a

quantitative research approach.
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3.5. Data Source

This study used mainly primary and secondary data source and method of data collection.

3.5.1. Primary data source

The main primary source of data for this study has been questionnaire and semi-structured

interview. The main reason of using questionnaire is respondent has been generate their true

feeling or idea without any bias and free from any afraid because obtaining data through

questionnaire is doesn’t tell the person who give that particular responses. Questionnaire that

used to obtain primary data has been a standard questionnaire constructed by considering

intrinsic and extrinsic leader representation factors. The attitude of the respondent on these

variables have been measured by using five Likert-scales labeled as strongly agree, agree, neutral/

undecided, disagree and strongly disagree.

3.5.2. Data collection instruments

In order to obtain realistic information the study were uses mainly the primary data collection

method. The study has been used questionnaire and interview as a primary data collection

mechanism. Questionnaires have been distributed to the respondents who are the employee of the

North Shoa Zone Offices. A qualitative approach is employed; where by Key Informant

Interviews (KII) were carried out. While quantitative research uses a questioner focusing on

issues related to existing factors affecting women’s participation in leadership. The questionnaire

has been standardized and structured and the respondents can easily understand. Likert scale will

uses measure the variable with five response categories (Strongly disagree, disagree, neither

agree nor disagree, and agree strongly agree). “The Likert scale method will be preferred to

make questions interesting to respondents and thereby enhance their cooperation’’ (Robson

Colin, 2002)

3.6. Questionnaire Design

In order to measure the assessment of factor that affect women leader`s participation the

researcher has been developed a five Likert scale questionnaire. Where; 1 represent “Strongly

Disagree”, 2 represent “Disagree”, 3 represent “Neutral”, 4 represent “Agree” and 5 represent

“Strongly Agree.” The questionnaire has three section to cover the dependent and independent
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variables of the study. The first part has been contained the details demographic information of

the respondents like Status, age, gender, marital status, educational qualification, duration service

of employee, position of respondent . The second part has been regarding to what affect

representation in leadership position.

3.7. Method of data analysis and presentation

After the required data has been gathered through the stated data collection methods, the next

step were analysis and present these data. For this study Statistical Package for Social Science

(SPSS) software version 25 was employed to analyze and present the data by using the statistical

tools for this study. These statistical tools used for this study are descriptive analysis, correlation

and multiple regression analysis.

To present a profile of the respondents through tables, frequency distributions and percentages

and to identify the mean and standard deviation of representation factors and the women

representation in leadership position a descriptive statistical analysis was employed for this

study.

In order to determine the relationships between different factors and the representation in

leadership position this study used Pearson’s correlation coefficient. The study used multiple

regression analysis to determine the impact of representation factors on the women

representation in leadership position.

Correlation Analysis

The Bivariate Correlations procedure computes Pearson's correlation coefficient, with its

significance levels. Correlations measure how variables or rank orders are related. Pearson's

correlation coefficient is a measure of linear association. Two variables can be perfectly related,

but if the relationship is not linear, Pearson's correlation coefficient is not an appropriate statistic

for measuring their association. This model needs continuous variable and it is used to the effect

of factors on women representation in leadership position in North Shoa Zone Offices.
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Multiple linear Regressions

Multiple linear regressions explain the relationship between two or more independent variables

and a response variable by fitting linear equation.

The general formula for multiple linear regression model of p-explanatory variables is defined to

be:

Yi = O + 1X2 + 2X2+ 3X3 +...................+ pXP+ i

Where Yi              dependent variable (women representation in leadership position)

X'S                independent variablesβo is constant  parameterβ's                      are coefficient parametersμi residual  due to measurement error

Assumptions of multiple linear regression

1. Var (έi) =δ2, the error term should have constant variance (homoscedasticity)

2. The error term is independently and identically distributed random variable having normal

distributed with mean 0 and variance δ2 i.e. it distribute N (0, δ2)

3) X’s -are independent (no Multicolinearity) each other.

4.     Explanatory variables and error term are uncorrelated.

5.   There is no autocorrelation between error terms.

Assumption checking of multiple linear regression

 Linearity can be checked by drawing the scatter plot of response variable versus fitted value.

To attain linearity the pattern of the plot must be approximately linear.

 Normality can be checked by drawing histogram and pp-plot, if the distribution of error

terms under histogram is approximately normal (bell shaped), and the distribution of points

in pp- plot lays around the straight line normality is attained otherwise it is violated
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 Constant variance can be checked drawing the scatter plot of standardize residual versus

fitted value the scatteredness of points in the plot must be random, it shouldn’t show any

pattern.

 Absence of Multicolinearity can be checked by using bivariate correlation analysis and

variance inflation factor (VIF), the value of Pearson correlation in bivariate correlation

analysis is less than 0.5 and the value of VIF is less than 10 the assumption of absence of

Multicolinearity is satisfied otherwise it is violated.

Estimation of Model Parameters

The most popular method of estimating the multiple linear regression parameters (β) is least

square method. Least squares method is a method that obtains an estimate of β which minimizes

the sum of square deviation of the observed values of the dependent variable (Y) from its

function E(Y) = X β. Using least squares procedure, the estimator of β is given as

Hypothesis testing

1. Test of overall model parameter

Step1: Ho: The overall goodness of the model (the model is not significant) vs. H1: at least one

different from zero (the model is significant

Step 2:  Specify α level of significant

Step3: Test statistics

fcal = MSR/MSRES,   where MSR=the regression mean square with p-1 degree of  freedom,

MSE=mean square of error with n-p degree of freedom,

Step 4: Decision: If fcal>ftab or p value <α then Ho will be rejected at a given significance level.

Step 5: give conclusion based on the above decision.

2.  Test of individual parameter

Step 1:  Ho: βi=0 vs. H1:ßi≠0. i=1, 2, 3………p
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Or Ho: the variable has no significant effect on the response variable

H1: the variable has a significant effect on the response variable

Step 2:  Specify α level of significant

Step3:  Test statistics

For Small sample (n<30),

Step 4:     Decision tcal>ttab
n-p or p value <α, then reject Ho at a given significant level (α)

Step 5: give conclusion based on the above decision.
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CHAPTER FOUR

4. RESULT AND DISCUSSION

The main objective of this study to assess the factors that affect women leadership Participation

in the case of North Shoa Zone Offices. The study population is female employees currently

working in the North Shoa Zone Offices. Random samples of 166 female workers have taken

from the total of 397 female workers in the North Shoa Zone Offices. In order to achieve the

objective study both descriptive and inferential statistical methods have been used. And both

descriptive and inferential statistical analyses were employed. SPSS v.25 was used for analysis

purpose. Descriptive statistics has used to summarize the characteristics of study variables. And

also inferential statistics used to investigate the relationship between women representation in

leadership and different factors.

4.1. Descriptive result of the study

4.1.1. Descriptive Statistics for Demographic Data

The initial step in data analysis is to summarize the background information about the

respondents in the data set. Descriptive statistics was employed to simple demonstration of the

observation result in light with the research objectives and questions. Summary statistics for each

category of study variables have been conducted.

Demographic variables of the respondents such as gender, age, marital status, duration service of

employee and tenure of the respondents have been presented and discussed below.

Table 4: Below shows the summary statistics of some demographic variables and the dependent

variable current position of women in the North Shoa Zone Offices. The result reveals that about

10.2% of the respondents are less than 25 years old, 47.6% of them have 26 -35 years age ,27.1%

of them have 36-45 and the remaining  15.1 have more than 46 years age.

Considering the marital statistics of the respondents shows that about 38.6% of the total

respondents have single marital status, 56% of them have married and the remaining 5.4% have

divorced marital status. The fourth demographic variable in this study is Descriptive result of

number of children shows that about 65.7% of the sampled respondents have less than two
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children, 26.5% of them have 3-5 children and 7.5% of the respondents have more than 5

children. Descriptive result of the dependent or interest variable shows that about 17.5% of the

total respondents have diploma, 74.7% of the respondents have degree and the remaining 7.8%

of them have second degree education level.

Table 4: Summary statistics for demographic variables

Variable Category Frequency Present

Age 18-25 17 10.2

26-35 79 47.6

36-45 45 27.1

Above 46 25 15.1

Marital status Single 64 38.6

Married 93 56.0

Divorced 9 5.4

Number of children 0-2 109 65.7

3-5 44 26.5

Above 5 13 7.8

Education level Diploma 29 17.5

First degree 124 74.7

Second degree 13 7.8

Duration of service Less than 3 28 16.9

3-5 71 42.8

6-10 14 8.4

Above 10 53 31.9
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The following pie chart shows the proportion of manager women from the total sampled women

respondents. This result is similar with frequency distribution table above. As it has indicated in

the chart about 7.23% of the respondents have managerial position the rest 92.77% of them have

non managerial position. As it has been defined in the operational definition part leaders or

managers is any position starts from team leader up to top management position. So the result

shows the under representation of women in leadership position.

Figure 2.  Current position of women

The following bar chart shows the number of service of women employees of North Shoa Zone

Offices. From the result of the chart it is evident that about 16.87% of the total sampled

respondents have less than three years of experience, 42.77% of them have three up to five years

of work experience, about 8.43% of the sampled respondents have six up to ten years of work

experience and the remaining 31.93% of the sampled women employees have more than ten

years of work experience.
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Figure 3. bar chart of years of experience of women

The following table shows the descriptive statistics for computed study variables. The groups of

similar categories have been computed in to continuous variable. Summary statistics of

dependent and independent variables in the study shows that the average of women

representation in leadership position in North Shoa Zone Offices is 2.9 with standard deviation

of 0.45, maximum of 4.43 and minimum of 2.00. The average of societal factors with its

standard deviation, minimum and maximum is 3.09, 0.77, 1.00 and 4.6 respectively.

organizational factors is another determinant of women representation in leadership position its

summary statistics shows that, it has mean 2.9, standard deviation of 0.51, minimum of 1.00 and

maximum of 4.38. Result of personal factors shows that, it has average of 2.89, standard

deviation of 0.53, minimum of 1 and maximum of 4.6. Educational factor is the fourth

determinant of dependent variable, with average of 2.8, standard deviation of 0.77, minimum of

1 and maximum of 4.43. Result of training factors shows that, it has average of 3.0, standard

deviation of 0.5, minimum of 1 and maximum of 4.43. The average of effectiveness factors with

its standard deviation, minimum and maximum is 3.41, 0.82, 1.00 and 4.33 respectively. The last
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factor of women representation in leadership position is duration service of employee; it has a

mean of 2.5, standard deviation of .619, minimum of 1 and maximum of 4.

Table 5: Descriptive statistics for computed study variables

Descriptive Statistics

Variables N Minimum Maximum Mean

Std.

Deviation

Women representation

in leadership position

166 2.00 4.43 2.9294 .44673

Societal factor 166 1.00 4.60 3.0799 .70848

Organizational factor 166 1.00 4.38 2.9139 .50678

Personal factor 166 1.00 4.60 2.8986 .53830

Educational factor 166 1.00 4.43 2.8393 .77310

Training factor 166 1.00 4.43 3.0011 .55429

Effectiveness 166 1.00 4.33 3.4110 .82347

Duration service of

employee

166 1.00 4.00 2.5542 .61922
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4.2. Inferential result of the study

It is the advanced type of statistical analysis, which shows the correlation of variables under the

study. Basically regression and correlation have been used to examine the effect of different

leadership representation factors on women representation in leadership position in North Shoa

Zone Offices.

4.2.1. Bivariate Correlation Analysis

Bivariate correlation analysis shows the effect of each predictor variable on the response

variable. The correlation coefficients for each pair of study variables have been calculated. If the

correlation value is greater than 0.5, there is a significant correlation between the variables and

its significance can be shown by using the significance level or the so called p-value.

Table 6: below shows the bivariate association of the computed variables under the study. From

the result of correlation there is a clear indication of strong association between women

representation in leadership position and the set computed leadership representation factors. All

leadership representation factors have a significant effect on women representation in leadership

position in North Shoa Zone Offices.

Training factors are the dominant determinant of women representation in leadership position

with Pearson correlation coefficient 0.781 and the second most abandon determinant of women

representation in leadership position in North Shoa Zone Offices with Pearson correlation

coefficient 0.745 is personal factor. Educational factor are week determinant of women

representation in leadership position with Pearson correlation coefficient 0.131. Subsequently

societal factor, organizational factor, effectiveness and duration service of employee factor have

a significant correlation with that of women representation in leadership position in North Shoa

Zone Offices.
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Table 6: Bivariate association of women representation in leadership position and the set of
factors

Correlations
Women

representa
tion

Societal
factor

Organizatio
n factor

Personal
factor

Educati
on

factor
Training

factor
effective

ness
duration services
of employee

Women
representatio
n in L/ship

Pearson
Correlation

1 .573** .520** .745** .131 .781** .501** .561**

Sig. (2-
tailed)

.000 .000 .000 .092 .000 .025 .000

N 166 166 166 166 166 166 166 166
Societal
factor

Pearson
Correlation

.573** 1 .380** .483** -.048 .513** -.107 .224**

Sig. (2-
tailed)

.000 .000 .000 .537 .000 .170 .004

N 166 166 166 166 166 166 166 166
Organization
al factor

Pearson
Correlation

.520** .380** 1 .371** .122 .437** .301** .280**

Sig. (2-
tailed)

.000 .000 .000 .118 .000 .018 .000

N 166 166 166 166 166 166 166 166
Personal
factor

Pearson
Correlation

.745** .483** .371** 1 .047 .638** -.131 .285**

Sig. (2-
tailed)

.000 .000 .000 .548 .000 .093 .000

N 166 166 166 166 166 166 166 166
Educational
factor

Pearson
Correlation

.131 -.048** .322** .047** 1 .289** .360** .019

Sig. (2-
tailed)

.092 .537 .118 .548 .254 .440 .804

N 166 166 166 166 166 166 166 166
Training
factor

Pearson
Correlation

.781** .513** .437** .638** .089 1 -.023 .339**

Sig. (2-
tailed)

.000 .000 .000 .000 .254 .770 .000

N 166 166 166 166 166 166 166 166
Effectiveness Pearson

Correlation
.501** .281** .301** -.131 .460** -.023 1 -.072

Sig. (2-
tailed)

.025 .017 .0187 .093 .044 .770 .358

N 166 166 166 166 166 166 166 166
duration
service
employee

Pearson
Correlation

.561** .224** .280** .285** .019 .339** -.072 1

Sig. (2-
tailed)

.000 .004 .000 .000 .804 .000 .358

N 166 166 166 166 166 166 166

**. Correlation is significant at the 0.01 level (2-tailed).
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4.2.2. Multiple linear regressions

The main problem with any bivariate approach is that it ignores the possibility that a collection

of variables, each of which is weakly associated with the outcome, can become an important

predictor of the outcome when taken together (Hosmer and Lemeshow, 2000). Multiple linear

regression is commonly used statistical tools appropriate for continuous data. The model

contains one continuous dependent and two or more than two independent variables. It has

distributional assumptions and these assumptions have been tested in SPSS.

Testing assumption of regression analysis

Linearity: the relationship between the dependent and independent variable should be linear

with respect to their parameter, this can be checked by the scatter plot of dependent variable

versus standardize predicted.  As it has indicated below, the plot shows that there is

approximately linear relationship between women representation in leadership position in North

Shoa Zone Offices and the set of predictor variables represented by standardized predicted value.

Normality: the second assumption of regression analysis is error terms must be normally

distributed with mean zero and constant variance. This can be checked by histogram or pp-plot.
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To attain this assumption the histogram should be approximately normal or it must be bell

shaped distribution. And the distribution of points should be lies around the 45 degree straight

line in the pp-plot. As it has shown below both graphs attain the assumption of normality.
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Constant variance (homoscedasticity): the third assumption of multiple linear regression is

error assumption that is error terms should have a constant variance, if this assumption is

violated there is a problem of hetroscedasticity, which is a series problem of data should be

treated before analysis. This can be checked by drawing the scatter plot of standardize residual

versus standardize predicted value. To attain this assumption the distribution or the scatteredness

of the point on the graph should be random. As it have indicated below the distribution of points

has not any pattern which is random, so the assumption of constant variance was attained.
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Absence of Multicolinearity: the predictor variables in the model should not be linearly

correlate with each other; if this happens there is a problem of Multicolinearity which is also a

series problem of data should be treated before analysis to get a reasonable result. This can be

checked by illustrating variance inflation factor (VIF); to attain this assumption the value of VIF

should be less than ten. As it has been indicated in table 7 below, the value of VIF is much less

than ten, so the assumption of absence of Multicolinearity was attained.
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Table 7: test of multicolinearity

Independent variable Collinearity

tolerance

Statistics VIF

Societal factor 659 1.517

Organization factor 743 1.345

Personal factor 543 1.840

Educational factor 964 1.038

Training factor 491 2.038

Effectiveness 965 1.037

Duration service of employee 856 1.169

Test of Reliability of Data

Table 8: Reliability test

Variables Cronbach’s Alpha value Number of items

Women representation in leadership

position

0.803 7

Societal factors 0.881 5

Organizational factors 0.755 8

Personal factors 0.751 5

Educational factors 0.786 4

Training factors 0.772 4

Effectiveness 0.828 9
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The reliability test table above shows all variables under the study are reliable enough. That is all

value of Cronbach’s Alpha is more than 0.75. This implies that the data of the study is more

reliable.

Basic Outputs of Multiple Linear Regression Model

Adjusted R Square in the model summary table below shows the degree of explanation of the

dependent variable by the model. The result reveals that about 75% of the variability in women

representation in leadership position is explained by the set of factors in the model.

Table 9: Model summary table

Model R R Square Adjusted R

Square

Std. Error of

the Estimate

1 .872a .760 .750 .22352

Analysis of variance (F-test) part of regression analysis shows that the overall model is

significant or not. The significance level in the following table reveals that the regression model

is highly significance to fit the data. And the cumulative effect of the set of leader representation

factors on the women representation in leadership position is highly significance, but it doesn’t

show which predictor variable make the model significance, which can be examined by the

coefficient table (t-test) in table 11 below

[[[[

Table 10: ANOVA Table (F-test)

Source of

variation

Sum of

Squares

Df Mean Square F Sig.

Regression 25.034 7 3.576 71.581 .000

Residual 7.894 158 .050

Total 32.928 165

Note: df = degree of freedom,

The coefficient table or t-test of regression analysis shows the effect of each predictor variable

on the response variable. Referring significance level of each predictor variables shows that all

factors have significant effect on women representation in leadership position. From the table it
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has shown that; societal factors, organizational factors, personal factors, effectiveness factors,

training factors and duration service of employee have significant effect on women

representation in leadership position of the North Shoa Zone Offices. Educational factors

insignificant effect on women representation in leadership position. Other factors predictor

variables have positive effect on women representation in leadership position, i.e. when different

factors get improved the women representation in leadership position also increases.

Table 11: Coefficient table (t-test)

Variables Unstandardized

Coefficients

Standardized

Coefficients

t Sig.

B Std. Error Beta

(Constant) .357 .155 -2.306 .022

Societal factors .284 .038 .133 2.778 .006

Organizational factor .116 .040 .132 2.912 .004

Personal factors .288 .044 .347 6.569 .000

Educational factors .040 .023 .069 1.742 .083

Training factors .317 .045 .393 7.066 .000

Effectiveness .153 .029 .131 2.356 .012

Duration service of employee .184 .038 .112 2.370 .019

The fitted multiple linear regression equation is given by:

Yi = . + . + . + . + . +. +. , where Yi is the

women representation in leadership position and X1 is societal factor, X2 is organizational factor,

X3 is personal factor, X4 is training factor, X5 is effectiveness and X6 is duration service of

employee. The set of predictor variables listed in the coefficient table, and the regression

coefficients β for each predictor variable also given in the above table. From the table above it

has shown that training factor is highly significant with β = 0.393 and p = 0.000. This indicates

that when the training factors like; support system at work place, necessarily organized

training/professional development opportunity, sufficient leadership capacity and having formal

mentoring programs and women networking leads better women representation in leadership

position. This result is in line with the result of (Collins, 2006).
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Personal factor also has a significant effect on the women representation with β = 0.235 and p =

0.000. The result revealed that personal factors like; women having more interest of

leaders/management position, having self-confidence, having family supporting and

commitments and professional working experience factors have also its contribution on the under

representation of women in leadership position. If women get the opportunity with all basic

condition as men, their effectiveness depends on the individual person rather than gender, thus

women are equally capable as men for the managerial position.

Therefore based on these good attributes of women for the managerial position; the strategies to

enhance the contribution of women in managerial positions in order to achieve North Shoa Zone

Offices target as well as the country development program. Duration service of employee is very

important variables in predicting women representation in leadership position in north shoa zone

with β = 0.112 and p = 0.019 significance level. This result agrees with the result of (Mbugua,

2007)

Societal factors are significant with β =0.133 and p = 0.006 level of significance. That means

societal factor like; cultural beliefs and attitudes towards women, gender stereotype, mother hood

and have positive effect on improving women representation in leadership position.

Organizational factor is very important variables in predicting to women representation in

leadership position with β = 0.132 and p = 0.004 significance level. It revealed that

organizational factors like; organizational culture towards women, recruitment practice,

promotion practice, support from supervisors and attractive work environment increase women

representation in leadership position. This finding matches the result of (Yalem, 2011).

Leader effectiveness factor is the last factors having significant effect on women representation

in leadership position with β = 0.131 and p = 0.012. This implies that leader effectiveness factors

like: build self-esteem, having effective communication skills, problem solving skills,

interpersonal skills, hard work, support and guidance from mentor are responsible to enhance the

women representation in leadership position in North Shoa Zone Offices. Effective leaders

generate higher productivity and opportunities. Leaders create results, reach goals, and realize

vision and objectives quickly and with high level of quality. This result supports the finding of

Ainura Kadyrkulova (2008).
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From the result and discussion of correlation analysis as well as multiple linear regressions it is

clearly shown that different factors except educational factors have a very significant effect on

women representation leadership position in North Shoa Zone Offices.

In order to know the current information of the North Shoa Zone Offices with regard to women

representation in leadership position, interview was conducted with gender employees and

human resource employee. Interview questions was asked and responded with a total of 36

women employees.

As it was indicated, measures to be taken to enhance women’s participation in leadership should

start in the family and the lower school years of the students. Interviewees mentioned that

addressing the socio-cultural, training and monitoring system, personal barriers and

organizational barriers that impede women’s employment in north shoa zone sector is indirectly

related to women’s participation in leadership positions. This indicates that relate to the person

correlation result.

Similarly, interviewees stated that when women’s participation and achievement in education

reaches the level of men, the opportunities of women to be employed as top managerial position

or leadership position enhanced. Therefore, the fundamental measure to be taken to enhance

women’s participation in leadership is addressing gender issues of the country, particularly

women’s access and success in education.

As additional measure to enhance women’s participation in leadership, it was also mentioned

that in addition to their positive attitude towards women leaders, top leaders should really accept

and believe in women’s contribution for the North Shoa Zone Offices and then support and

encourage them (those women who did not get the chance) to be in leadership positions. This

means that like questioner  regression analysis the socio-cultural impact, women might be neutral

from competition to leadership position and in the absence of support from the top leaders, the

influence of socio-cultural barriers and the negative attitude of some male colleagues, who are

the product of the society, impedes women’s holding leadership positions.
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CHAPTER FIVE

5. CONCLUSION AND RECOMMENDATION

5.1. Conclusion

The main objective of this study was to assess the factors that affect participation of Women in

leadership/ management position in the case of North Shewa Zone offices. In order to achieve

this objective a sample of 166 women have taken from the total of 397 women workers of the

North Shoa Zone Offices. And both descriptive and inferential statistics have been conducted.

The descriptive result of the study shows that about 7.23% of the respondents have managerial

position starts from team leader up to managerial position of the North Shoa Zone Offices and

the remaining 92.77% of the sampled respondents have non managerial position. This result

clearly shows the under representation of women in leadership position in the North Shoa Zone

Offices.

Bivariate correlation analysis and multiple linear regression have been conducted as inferential

statistics. Before illustrating multiple covariate analysis the effect of each factor on women

representation in leadership position has been conducted through correlation analysis. And the

result revealed that except educational factor other all representation factors were highly

significant to predict women representation in leadership position. Once individual parametric

test of correlation analysis has been conducted, multiple linear regression have been fitted to the

data in order to show the cumulative effect of different leadership representation factors on

women representation in leadership position. The result of multiple linear regression analysis

also shows that all leadership representation factors (societal factor, organization factor, personal

factor, training factor, effectiveness and duration service of employee factor) have a significant

effect on the women representation in leadership position.

Separate analysis of each group of leader representation factors shows that societal factor like;

cultural beliefs and attitudes towards women, gender stereotype, mother good, support from

family, conflict between personal and work life having realistic and achievable goal to increase

women representation in leadership. Women tend to be excluded from the informal networks

dominated by men at the workplace, which are vital for career development. Traditional beliefs
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and cultural attitude regarding the role and status of women in society are still prevalent and top

leadership in any institution is viewed as a masculine domain. Patriarchal system and cultural

attitudes towards women were established as barriers that limit women potential to aspire to

positions of leadership.

Organizational factors also have a significant effect on women representation in leadership

position that means organizational factors like; Organizational culture/attitudes towards women,

having fair recruitment practices or gender in balanced practices, Promotion practices, support

from supervisors, attractive work environment and clear appointment criteria in order to enhance

the representation of women in leadership position.

Personal  factor is the third factor with significant effect on the representation of women

leadership position, the result revealed that personal factors like; women have more interest of

leaders/management position, self-confidence, family supporting and commitments and

differences in leadership style have positive effect on improving the representation of women

leadership position. Training is the most dominant determinant of women representation in

leadership the result shows that training  factors like; support system at work place, the existence

of necessarily organized training/professional development opportunities, sufficient leadership

capacity building, having formal mentoring programs and women networking increase women

representation in leadership position.

Effectiveness factor is another factor with significant effect on women representation in

leadership position, the result shows that effectiveness factors like: build self-esteem, having

effective communication skills, problem solving skills, interpersonal skills, hard work, support

and guidance from mentor are responsible to enhance the women representation in leadership

position in North Shoa Zone Offices. Effective leaders generate higher productivity and

opportunities. Leaders create results, reach goals, and realize vision and objectives quickly and

with high level of quality.

If women get the opportunity with all basic condition as men, their effectiveness depends on the

individual person rather than gender, thus women are equally capable as men for the managerial

position. Therefore based on these good attributes of women for the managerial position; the
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strategies to enhance the contribution of women in managerial positions in order to achieve

organization target as well as the country development program.

Generally, from subsequent analysis of correlation and regression analysis it is clearly shown

that the factors have a significant effect on women representation in leadership position in North

Shoa office.
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5.2. Recommendation

Based on the major finding of the study the following recommendations were forwarded.

 Since organizational factors and training factors are the representation of women in

leadership position is the potential predictor of the participation of women in managerial

position, the collected data shows that only 7.2 % women were in managerial positions

and the reaming 92.8 % women were non managerial position. But, there are enough

women human power to become a leader. According to the data collected, 84.9 %

women’s are age 45 and less than, 82.5% are the first degree and above, 83.1% have

three years and above experiences. These indicate that, in terms of education level,

working experience and their age there are women who have a potential to become a

leader. So, the North Shoa Zone Offices should take the commitment of increasing the

number of women in managerial position.

 Culture both societal and organizational remains a barrier to women progression to top

leadership positions. This is because some staff and also society still hold certain cultural

values that are gender discriminatory. There is a need to hammer a cultural orientation

that recognizes women as capable leaders and free people from gender stereotypes.

 In order to enhance the representation of women in leadership position training and

continuous capacity building and mentoring program should be given for women workers

by collaboration North Shoa Zone Women, Children and Youth Department with the

concerned organization like DBU Law department, Amhara regional job management

institute and other concerned institute through rising fund from NGO, which works

gender and government offices. Moreover, the North Shoa Zone Offices should provide

equal opportunities for all qualified women and upgrade their managerial experience

through training.  Besides this the North Shoa Zone Offices also gives an encouragement

for those women employee who are performing their work at the best success, this

encourages other female employees as well.
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 The finding of the study indicated that the majority of respondents confirmed that if

favorable conditions are set at place and women are given the opportunity to lead, they

are as effective and successful as or more than that of their male counterparts. This

indicates that women are committed to lead; therefore the North Shoa Zone Offices

should be given the chance for competitive women in leadership position by giving

affirmative action. And also there are no clear criteria while assigning of managerial

positions in the organization. So North Shoa Zone Offices should state the criteria clearly

for all employees, thus every office has awareness about the criteria and able to compete

with confidence.

 In addition, in order to ensure equal opportunity of women`s participation in leadership

with their male counterparts, the evaluation criteria set by the organization should not

discriminate women.

 Since societal factor like cultural beliefs and attitudes towards women and gender

stereotype are other dominant factors affecting the representation of women in

managerial position, the concerned institutions and Medias should work in an integrated

manner to create awareness and bring attitudinal change in the society.

 Furthermore, facilitating awareness creation for society and also the civil servant is the

key method to make changes in the societies, giving the chance for women leadership

training, giving the chance of leadership position, facilitate monitoring and follow up to

women leader`s, motivate the successful women leaders and should be help become

public figure. Moreover, while women have double responsibility in their home and at

their office as manager, their family should be supportive enough so as to make women

more successful.

 Women themselves also need to be committed and should be confident to take the

responsibility of leadership positions. In order to be ready and to avoid negative gender

consequences, women need to encourage and support each other. In order to do this, all

women civil servant should be organized women association in North Shoa Zone Offices

employee. This association could do the above recommendation incorporation with North

Shoa zone women affairs office.

 Education and training are a major influence on upward mobility of women since staff

promotion and upward mobility is merit based and is therefore more likely to favor staff



54

with necessary education qualifications, training and skills. Women should struggle to

acquire more education and form constructive engagements and mentorship at work place

to enable them access training and development opportunities.

 Finally, the researcher recommends that further studies should be conducted in the area

with broader scope and depth including other important variables like organizational

factor such as structural and behavioral factors under representation of women in

leadership position.
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Appendix I:  Questionnaire

DEBRE BEREHAN UNIVERSITY

COLLEGE OF BUSINESS AND ECONOMICS

DEPARTMENT OF MANAGEMENT

MASTERS OF BUSSINES ADMINSRTATION

Section 1:

Dear respondents; these questionnaire is designed to collect data for conducting a research

study titled “Assessment of factors that affect the Participation of Women Leadership

position in the case of North Shoa Zone Offices/.” The purpose of this research is to identify

factors contributing for underrepresentation of women in leadership positions in North Shoa

Zone Offices and to suggest measures that help to fill the gap in career advancement of women

to leadership positions in the office.

Please complete all sections of the questionnaire; your answers are essential in getting accurate

Information on factors contributing to the under representation of women in leadership. The

information given will be treated confidential and will be used for the intended purpose.

If you need to find out more about filling out the questionnaire, please call me at 0913720069

Thank you in advance for your cooperation!

Remember!  Do not write your name

Instruction: indicate your response by putting “√” mark inside the box.

Your genuine response will help to reach well strong finding.

.

Part 1: Demographic Information (please indicate your choice by putting (√) mark.

1. Sex Female Male

2. Age              18-25 26-35 36-45 above 46 years old
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3. Marital status               Single Married Divorced

4. Number of children 0-2 3-5                     above 5

5. Educational level              Diploma first degree second Degree

above second degree

6. Years of service in your office or other institution less than 3 years 3-5

6-10              above 10 years.

7. Please indicate your current position in the office                     leader              subordinate

Part 2: Factors affecting the participation of women in leadership position in North Shoa

offices

2.1. Please suggest your opinion regarding each of the following variables that may be factors to

the participation of women in leadership/management position in North Shoa Zone Offices.

Here you are requested to answer the following questions by putting (√) mark in the box.
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Item description 1 2 3 4 5

1 Societal Factors

1.1 Cultural beliefs and attitudes towards women

1.2 Gender stereotype (notion that women are not good

leaders or (lack of professional commitment)

1.3 Mother hood

1.4 Lack of support from family

1.5 Conflicts between personal and work life

2 Organizational Factors

2.1 Organizational culture/attitudes towards women (the

perception that power was fundamentally masculine

2.2 unfair recruitment  practices or gender in balanced

practices

2.3 Promotion practices
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2. 4 The existence of Few numbers of female leaders in the

zone office

2.5 Discriminatory practice

2.6 Lack of support from supervisors

2.7 Un attractive work environment

2.8 Unclear appointment criteria like  political meaning

3 Personal Factors

3.1 Women have less interest of leaders /management

position

3.2 Women lack of self-confidence and fear of failure in

administration

3.3 Lack of Family supporting and commitments( parental

encouragement)

3.4 Lack of professional (working) experience.

3.5 Differences in leadership styles of women

4 Educational factor

4.1 In adequate academic qualification

4.2 Limited accesses to advanced education affects the

progression of women to higher leadership positions

4.3 Fewer opportunities for women education

4.4 Lack of role model

5 Training factor

5.1 Lack of support system at work place

5.2 lack of necessarily organized training/professional

development opportunities

5.3 In sufficient leadership capacity building.

5.4 Absence of formal mentoring programs and women

networking

6 How can you rate the effectiveness of women in

leadership position in north Shewa zone
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6.1 Build self esteem

6.2 Effective communication skills

6.3 Problem solving skills

6.4 Interpersonal skills

6.5 Hard work

6.6 Support and guidance from mentor

6.7 Family support

6.8 Networking inopportunity

6.9 Administrative experience

7 Women representation in leadership position in

North Shoa Zone Offices

7.1 Women are equally represented in leadership positions

of the north zone offices

7.2 Women are offered equal opportunities to compete for

leadership positions as men in the North Zone offices

7.3 The North Shoa Zone Offices are committed to increase

women representation in leadership positions

7.4 North shoa zone represent leadership position of women

on their political view

7.5 Leadership position representation of women in North

Shoa Zone Offices are transparent

7.6 North Shoa Zone Offices considers affirmative action

for women during representation of leadership position.

7.7 Women are accepted leadership position when the zone

gives a chance.
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2.2 Open ended questions.

1. What are the major barriers that hinder women’s from leadership/ managerial position in

general in North Shoa Zone Offices?

(Please tick the relevant items)

a) Social factors

b) Organizational factors

c) Personal factors

D) Other, specify

---------------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------

2. What remedial actions or solutions do you suggest?----------------------------------------------------

---------------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------------------------

----------------------
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Appendix II: Interview Checklists

Part one: Interview checklist for gender employers

1. Do you think that women are equal in number with men in managerial position in the North

Shoa Zone Offices? If it is not equal, which one is more position and why?

2. What is the impact of gender gap in leadership due to an imbalance of leadership in the North

Shoa Zone Offices?

3. What are the major barriers that hinder women from moving up to the decision Making

position?

Part two: Interview Checklist for Human Resource employers

1. .Do you think that the women are equal in numbers with women’s in leadership position

if not, what is the reason for it?

2. Do North Shoa Zone Offices have criteria that are used to promote women to leadership position?

3. Do the North Shoa Zone Offices maintain any rules or procedure to ensure women’s

participation in Leadership position?

4. What are the major barriers that hinder women from moving up to the decision making

position?

5. What are the most important things or strategy that the North Shoa Zone Offices should

consider to ensure Women’s participation in leadership position?

Thank you!


