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Abstract 

The purpose of this thesis was to examine factors contributing to women's under representation 

at Addis Ababa University leadership positions.This thesis is based on the fact that there are less f

emale leaders than male leaders, in Addis Ababa University. The thesis aims to find out 

the influential factors behind women's career and ways to increase the number of women in 

leadership positions. The theoretical part of the study consists of the following topics: female 

leadership in a global context and in Ethiopia, why it is important to promote female leadership 

and what are the underlying influential factors in women's careers. To conduct this study, 

descriptive design method was employed. The participants of this study were 120 academics 

selected by using simple random sampling techniques from Addis Ababa University. Three AAU 

senior staffs selected based on purposive sampling have also participated in the study as 

interviewees. The information was gathered through questionnaires, interviews and document 

 review.The results of the study show that there are many direct and underlying factors regarding 

women's underrepresentation in managerial positions. Three levels of influential factors were 

defined as societal, organizational and individual factors. By studying these levels, it was found 

that traditional gender roles, organizational culture and women's perceptions and competences all 

have a role in women's managerial career development. On the basis of the findings of this study, 

the researcher recommended possible solutions that alleviate these problems and encourage 

women to exercise leadership.  Accordingly, the researcher recommended women to realize their 

innate ability and skill, a quota system to embrace women in leadership, women on a position to 

encourage others to compete for leadership positions and mentorship among others as possible 

solutions.  
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CHAPTER ONE: INTRODUCTION 
 

This chapter presents background of the study, statement of the problem, research questions, 

objectives, significance, scope and delimitation of the study. The chapter overviews women in 

leadership and management in universities including:  the distinction between leadership and 

management, women and leadership and constraints for women underrepresentation in leadership. 

1.1.  Background of the study 

The argument for women's participation in decision making and leadership is based on the 

recognition that every human being has the right to participate in decisions that define her or 

his life. This right is the foundation of the ideal of equal participation in decision-making 

among women and men. It argues that since women know their situation best, they should 

participate equally with men to have their perspective effectively incorporated at all levels of 

decision-making, from the private to the public spheres of their lives, from the local to the 

global (Miranda, 2005).The concept of leadership comprises of three aspects; people, goals and 

influence (Constance, 2007). Leadership is influential action and is used to achieve goals. 

Leadership is people driven and the ability to inspire people helps to achieve the set goals of an 

organization (Daft & Kendrick &Vershinina, 2010). Leadership can be seen as a tool or a 

process of motivating people. The motivation aims to achieve particular goals by the action of 

those people. The different styles of leadership derive from different ways of motivating 

people, different kind of goals and the nature of the organizations (Hannagan, 2008).Leadership is 

a process that is similar to management in many ways. Leadership involves 

influence, as management does. Leadership entails working with people, which management 

entails as well. Leadership is concerned with effective goal accomplishment, and so is 

management. In general, many of the functions of management are activities that are 

consistent with the definition of leadership. Through years, leadership has been defined and 

conceptualized in many ways. Luba Chliwniak (1997) defined leaders as individuals who provide 

vision and meaning for an institution and embodies the ideals toward which the organization 

strives. 

The under representation of qualified women in leadership positions has created a gender gap that 

exists not only in education but in many areas of the workplace. Society has determined that only  
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males make good leaders; therefore it continues to deny easy access for women seeking leadership 

roles because they do not fit the norm. Women who seek leadership positions face barriers and 

many times give up because they become overwhelmed in dealing with obvious 

barriers. In global context, the number of women in senior management has risen, but only slowly. 

According to Meaza (2009), Ethiopia is member to all major human right treaties including 

the most important women’s conventions, i.e., CEDAW which calls for equal participation 

of women in public decision making, Beijing Declaration and Platform of Action (BDPA), 

which requires governments to attain a 30% benchmark for women’s representation in all 

public decision making positions. Gender equality legislation and policy initiatives, changes in 

socio-economic gender relations and aspirations and the expansion of higher education 

opportunities have all contributed to increasing numbers of women undergraduate students 

globally (Tebeje, 2012). The Ethiopian Government has been committed itself to various national, 

regional, and international initiatives to eliminate gender-based disparity in various sectors by 

introducing various policy directions and institutionalizing ministerial offices. To cite few 

examples, the establishment of the Ministry of Women’s Affairs, its commitment on Millennium 

Development Goals, Plan for Accelerated and Sustained Development to End Poverty (PASDEP) 

the Gender Mainstreaming Guidelines, and the various affirmative actions taken in education and 

employment process. One of the major goals of the MDG also focuses on gender equality with the 

target of eliminating gender disparity in education, employment, and political participation by 

2015 (Teklu, 2013).However, regardless of the Ethiopian Government’s policy of equal 

opportunity for both men and women to participate in the democratization of the country, women 

have not been adequately represented at all levels of decision-making positions in AAU. Given the 

nominally equal status of men and women in laws of most countries, it is only right that both sexes 

participate in decision making over matters that affect them. Many more literatures reveal 

unsatisfactory pictures of a stark gender imbalance against females. 

The higher education subsystem in Ethiopia has passed through a series of policy reforms in the 

last two decades. Key reform areas ranged from improving quality and relevance of programs to 

promoting equality in access to and success in Higher Education. As a signatory to the Millennium 

Development Goals, Ethiopia pledged to pursue a series of benchmarks and targets relating to 

gender equality. The targets aim to empower women and eliminate gender disparity in all level of  
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education by 2015. For instance, the Education and Training Policy declared in 1994, has 

addressed the importance of girls education and among others it clearly stated that the government 

will give financial support to raise the participation of women in education. It further stated that 

special attention would be given to the participation, recruitment, training and assignment of 

female teachers (Meaza, 2009).  

However, regardless of the vast expansion of higher education and the efforts underway gender 

inequality has remained a critical challenge in Ethiopian higher education (Tebeje, 2012). Due to 

the various obstacles that women have such as triple role, violence against women, lack of 

education etc. their representation and participation in leadership and decision making position has 

also been limited. As a result, women are under-represented both in education and leadership in 

higher education institutions in Ethiopia. Thus, the genesis of this paper intends to investigate 

factors that facilitate or constrain women to participate in leadership and management in pursuit of 

scrutinizing the issue of under-representation of women at Addis Ababa University. 

1.2. Statement of the problem  

The study of women and leadership/management is a recent phenomenon, chiefly because 

historically, leadership has been concerned with the study of political leadership, of “great men” 

who defined power, authority, and knowledge (Teshome, 2003). Many research studies have 

tended to focus on male managers and ignore the experiences of women. Women are likely to 

experience their dual roles of academic leader and line manager differently to male managers and 

leaders. They are also likely to have the additional role of homemaker which their male 

counterparts are not usually expected to play (Constance, 2007). The challenges these women face 

before they enter management positions may be unique to women and therefore worth 

investigating.  

Since its inception 12 presidents led Addis Ababa University and none of them were women. 

According to the 2017 statistics of AAU academic staff, there are 2790 academia of which 417 are 

females.  This indicates the ratio of female academia is very low. Apart from this the number of 

female academia exercising top level management in Addis Ababa University is too low. Various 

researches have been done in different government and non- governmental organizations 

pertaining why women are absent from leadership positions; this research is different from 

previous ones as it specifically considers AAU women academician participation in leadership.  
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To this end, this study emphasized on identifying constraints that contributed to 

underrepresentation of Addis Ababa University female academics in top level management 

positions like president, vice presidents, deans and directors.   

1.2. Research questions  

What are the main factors that influence women's rise to leadership positions?  

The sub-questions are the following:  

Why are women underrepresented in top positions?  

What are the personal and institutional constraints for low number of women in leadership 

positions? 

What are the ways to increase the number of women in top leadership positions?  

1.3. Objective of the study 

The study has general and specific objectives. 

1.3.1.General objectives 

The general objective of the thesis is to study and identify the background factors that influence 

number of women in Addis Ababa University top positions. 

1.3.2. Specific objectives  

The specific objectives of the study are also to examine: 

 The barriers preventing women from leadership position within the AU Academic staff. 

The subsequent barriers faced by them while working in leadership positions of the 

AAU Academic staff. 

Initiatives committed to promote women in leadership positions of AAU Academic staff. 
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1.4.  Significance of the study  

The current state of higher education transformation with its expansion movement needs to take a 

closer look at the changing role of women managers. Establishing how these women perceive their 

roles as women managers has the potential to contribute further knowledge toward higher 

education management regarding how women academics experience their positions of leadership 

and management, as well as the expansion of the research database concerning top management 

issues in education settings.  

The study might serve to strengthen efforts to implement equal opportunities policies in those 

universities where only lip-service is being paid, and might encourage more women to put 

themselves forward for appointment to management positions once they are armed with 

information to help them deal with the demands of being a woman manager. Moreover, university 

policymakers might consider mounting ways to adequately prepare women for management and 

leadership roles and responsibilities. 

1.5. Delimitation of the Study 

The research focused on academic staff women which are in top level leadership positions in 

Addis Ababa University. The research did not regard the proportion of women in all universities of 

the country nor in other governmental positions. As it is challenging to embrace all the 

contexts in this study in terms of resource, time and capacity, the researcher opts to delimit this stu

dy to only factors that constrain women’s academic staff involvement on top level leadership 

positions in Addis Ababa University. 

1.6. Limitations of the Study 

For this study, the researcher encountered certain problems which are considered as a limitation of 

the study. Among other, unwillingness of some staffs to fill out the questionnaires and lack of well 

documented staff profile limited the research.  
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1.7. Operational Definitions  

Leadership is a process whereby an individual influences a group of individuals to achieve a 

common goal. (Rost, 1993) defined leadership as the influencing relationship among leaders and 

followers who intend real changes that reflect their shared purpose. Iowa state university (1976) 

also defined leadership as “the interpersonal influence, exercised in a situation and directed, 

through the communication process toward the attainment of a specified goal or goals”. The term 

leadership in this study refers to any women with an influencing relationship among leaders and 

followers to bring about changes in a university. 

Management: Management refers to the attainment of organizational goals in an effective and 

efficient manner through planning, organizing, staffing, directing and controlling organizational 

resources (Daft, 1999). The term manager in this study refers to women charged with the 

responsibility of planning, organizing, directing controlling people and any other organizational 

resources to achieve predetermined organizational objectives at any levels of the organization, in 

this case a university. 

Participation: the act of sharing in the activities of a group, the condition Share in common with 

others (followers or partner.).  

Position: a position involving performance of major duties, managing or supervising duties or 

other employees. 

1.8. Organization of the Study 

This paper structured in five chapters.  The first chapter deals with introduction of the study which 

includes background of the study, statement of the problem, objective of the study, significance of 

the study, delimitation, scope of the study, limitation of the study, definition of key terms, and 

organization of the study.  The second chapter is review of related literature. Chapter three 

contains research design and methodology.  Presentation and analysis of data presented in chapter 

four.  And the last chapter deals with summary, conclusion and recommendation.   
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CHAPTER TWO: REVIEW OF RELATED LITERATURE 
 

This chapter of the study gives emphasis on relevant literature related to the factors that affect 

women’s participation in leadership in Addis Ababa University and also attempt to define 

leadership. 

2.1    Concepts of Leadership  

The concept of leadership comprises of three aspects; people, goals and influence. Leadership is 

influential action and is used to achieve goals. Leadership is people driven and the ability to inspire 

people helps to achieve the set goals of an organization. (Daft, Kendrick &Vershinina 2010).  

Leadership can be seen as a tool or a process of motivating people. The motivation aims to achieve 

particular goals by the action of those people. The different styles of leadership derive from 

different ways of motivating people, different kind of goals and the nature of the organizations. 

(Hannagan,  2008). Leadership itself is a very broad concept, and various theories and styles of 

leadership exist. Female leadership is just one branch of this concept and can also be defined in 

different ways. Some understand female leadership as the fact that women can be and are leaders, 

others may define it from a feminist point of view and as a matter of equality and the right to have 

the same opportunities. Some say, it refers to certain feminine characteristics which are valuable in 

today's organizations. (Palmu-Joronen 2009). 

Leadership in the context of education is an important topic. It has gained the attention of 

researchers worldwide. It plays a key role in improving school outcomes by influencing the 

motivations and capacities of teachers, as well as the school climate and environment. Effective 

school leadership is essential to improve the efficiency and equity of schooling (OECD, 2008). 

Leaders set the direction for others to move forward to future and motivate them to reach the set 

goals by certain way of functioning or acting. Great leaders do not just lead and say where to go; 

they have to participate in it themselves as well. Leaders need to act on their visions, as they are 

easily judged by their action, not by what they say. Leaders should have responsibility and 

authority, and they must have vision for the future and be confident enough to lead everyone there 

(Hannagan, 2008). 
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2.2.  Leadership Ethics 

Human beings have been concerned with the ethics of our leaders. Ethics is concerned with the 

kinds of values and morals an individual or a society finds desirable or appropriate. Furthermore, 

ethics is concerned with the virtuousness of individuals and their motives. Ethical theory provides 

a system of rules or principles that guide us in making decisions about what is right or wrong and 

good or bad in a particular situation. It provides a basis for understanding what it means to be a 

morally decent human being. In regard to leadership, ethics has to do with what leaders do and 

who leaders are. It is concerned with the nature of leaders’ behaviour, and with their virtuousness. 

In any decision-making situation, ethical issues are either implicitly or explicitly involved. The 

choices leaders make and how they respond in a given circumstance are informed and directed by 

their ethics (Northouse, 2013). 

1) Ethical leaders should have respect for others. This form of respect is recognises that followers 

have goals and ambitions and are worth and value to the organisation. 

2) Ethical leaders should serve other people, through behaviours such as mentoring, building team 

and empowering. 

3) At time of decision making ethical leaders ensures that justice and fairness are in priority list. 

4) A critical characteristic of the ethical leader is to be honest towards the followers. Honestly 

increases the trust and builds a good relationship between the leader and the follower. 

5) Ethical leaders build community with others, because leadership is all about the influencing 

followers to achieve the organisation or team goal. Ethical leadership knows the core values of the 

organisation and encourage the organisations to practice in day to day basis. Ethical leadership 

motivates the employees to resolve problems that organisation is facing. 
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2.3. Leadership and Power 

The concept of power is related to leadership because it is part of the influence process. Power is 

the capacity or potential to influence. There are two major kinds of power: Position power and 

Personal power.  Position power is the power a person derives from a particular office or rank in a 

formal organizational system. It is the influence capacity a leader derives from having higher status 

than the followers have.  Personal power is the influence capacity a leader derives from being seen 

by followers as likable and knowledgeable cited by Peter G in (French and Raven, 1962).  

Five Bases of Power  

Studies of leadership styles are diverse in nature and multiple definitions have been offered. 
However, leadership style can be defined broadly as the manner and approach of providing 
direction, implementing plans, and motivating people. In 1959, social Psychologist John R.P 
identified five sources of power from which a person gets power. 

Referent Power - Based on followers’ identification and liking for the leader.  

Referent power refers to the ability of a leader to influence a follower because of the follower's 

loyalty, respect, friendship, admiration, affection, or a desire to gain approval as it’s gained by a 

leader who has strong interpersonal relationship skills.  It’s as an aspect of personal power, 

becomes particularly important as organizational leadership is increasingly about collaboration and 

influence rather than command and control. 

It is power of an individual over the Team or Followers, based on a high level of identification 

with, admiration of, or respect for the power holder/ leader. In an organizational setting, referent 

power is most easily seen in the charismatic leader who excels in making others feel comfortable 

in his or her presence. Staffs typically express their excitement about work in terms of their 

attraction to their leader's personal characteristics and charisma. The reason they commit to their 

work is because of the leader's likability and they base their self-esteem and sense of 

accomplishment on their leader's approval. It is based upon a leader modeling his behavior to 

demonstrate appropriate conduct and decision-making. Employees will observe a manager's 

behavior and act as they believe their managers would act in the same situation (Aldoory, 2004). In 

other words, you refer to what you believe the manager would do and do the same; the manager 

becomes a point of reference for your behavior. You may not even know that you are modeling  
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your behavior after your manager. As you can imagine, this type of power relies heavily upon the 

trust of employees in their manager and developing employee empowerment: allowing employees 

to make decisions in certain work situations. Trust and enabling employee empowerment takes 

some time to develop. Consequently, referent power may not work well in organizations with high 

rates of turnover of employees. Referent power in leadership is the ability of a leader to cultivate 

the respect and admiration of his followers in such a way that they wish to be likes him. In other 

words, referent power is leading by example. Nationalism, patriotism, celebrities, mass leaders and 

widely respected people are examples of referent power in effect (Hannagan 2008). 

Expert Power - Based on followers’ perceptions of the leader’s competence. Ability to influence 

other parties based on expertise and knowledge. Expert power in an organization is the ability to 

influence the behavior of others in the organization based solely on past experience and expertise 

in a specific area. Expert power refers to the ability of an individual to influence other parties or 

individuals on the basis of specialized skills and knowledge. These skills already exist when the 

individual joins the organization and may not be available in the rest of the organization. This lack 

of same skill set in other employees gives leverage to the expert. Experts occupy exalted status in 

any organization. They are paid better and have a bigger say in business decisions. For example 

noble prize winners are always asked for advice by the governments, especially in economics 

(Aldoory, 2004). The experts may provide new path, modify an existing path or supervise, train 

and review other employees and figure out ways to increase the productivity, profit and brand 

value of the organization. If an engineer warns a group of managers that a particular design might 

cause a computer battery to overheat and catch fire, they believe the engineer due to the engineer's 

credentials, track record, and training. As opposed to managers and salespeople, who may lack 

technical expertise and are more directed towards the bottom line, technical experts are often 

assumed to be more objective and impartial, knowing and stating important facts, and often acting 

as the voice of reason and caution (Hannagan, 2008). 

Legitimate Power - Associated with having status or formal job authority. Like most power, 

legitimate power is based upon perception and reality. It is based on the reality that a person holds 

a particular position in an organization. It's also based on the perception of an employee that 

someone holding that position has authority to exert control over someone. Legitimate power as a 

source of authority has one distinct advantage over many other sources of authority, which is that it  
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is usually based upon some objective rule or law of the organization because of the office s/he 

holds in the corporation. Legitimate power is individuals acquire as a result of the position they 

hold in an organization and it’s strong if a person has the authority to hire and fire or give raises in 

rank or pay; it is weak if a person does not have the authority to do these things. If corporate 

president derives his/her power from the office s/he holds, but it is the corporation's bylaws that 

outline and limit the president's duties, obligations, and authority along with any specific directives 

given to him by the board of directors. The power of the office is usually not arbitrary and 

undefined, and the leader is regulated and controlled by organizational rules. This adds to the 

leader's legitimate authority. Legitimate power is not without a disadvantage. While legitimate 

power can help ensure employee compliance with a leader/manager's orders, it does not 

necessarily provide a basis for employee loyalty to either the leader/manager or the corporation. A 

wise manager will seek to supplement his/her legitimate authority with other forms of power, such 

as referent power, expert power, or charismatic power, which may help build loyalty (Lussier & 

Achua, 2013). 

Reward Power - Derived from having the capacity to provide rewards to others.  Reward power is 

worth doing in a business organization, as it provides overall satisfaction- it is nothing but win-win 

strategy for a management to adopt. Management is satisfied with the earnest efforts of the 

employees towards the attainment of the organizational goals and objectives and at the same time, 

the employees are contented with the rewards given to them. A reward may be anything, pay, 

praise, promotion, incentives, bonus, or additional leave etc. that is given to the employees on the 

basis of their good personal qualities for their particular jobs and performance (Lussier & Achua, 

2013). Even though a manager is entitled to handle the hectic situations through the coercive 

power, it may not be of that much help as it is thought. True, in the short run it seems to be 

applicable, but it has a damaging effect in the long run. Instead, the reward power has its own 

potential benefits. It may bring a better change in the behaviour of the employees and motivate the 

employees towards the attainment of the organizational goals and objectives working 

enthusiastically. Reward power plays an important role in an effective leadership. A leader, a 

manager is the one who not only influences his subordinates on the basis of his good qualities or 

referent power or expert power, but also grants them rewards based on his reward power. Even if a 

reward is as simple as a word of praise, it’s a reward after all. Being rewarded by the source of 

reward power, employees develop positive feelings about the organization, as their morale is  
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enhanced. Since the employee morale and the productivity go hand in hand, it brings better results 

leading the whole team members towards attaining the results that are expected. Reward power is 

something that a manger, a business leader, may make use of it whenever he needs. It is the reward 

power that paves the ways for the employees in terms of their professional growth and 

development by enhancing their competence level and leading the organization towards efficiency 

and effectiveness. Hence, the reward power is rewarding in a business organization, as it gives 

gratification to employees and brings success to a business satisfactorily while contributing greatly 

in the total organizational development and competencies. Rewards can be tangible or intangible. 

The key distinction between a tangible reward and an intangible reward is that tangible rewards are 

physical things, while intangible rewards are not. Examples of tangible rewards include monetary 

awards, wage or salary increases, bonuses, plaques, certificates, and gifts. Intangible rewards can 

also be effective. Examples of intangible rewards include praise, positive feedback, recognition, 

more responsibility including a rise in status, and even a well-timed 'thank-you.' An obvious 

advantage to intangible rewards is that they can be as effective as tangible rewards and cost 

relatively nothing. Reward power does have some disadvantages. Employees may be tempted to 

engage in unethical or illegal behaviour to meet the criteria to earn the reward. For example, an 

unscrupulous salesman may engage in fraud to induce customers to purchase in order to meet the 

production level required for a bonus. Reward power may also create competition between 

employees that is counter-productive, hurting teamwork and group productivity. Employees may 

also focus their attention away from their jobs and focus their attention on obtaining rewards, even 

at the cost of poor work quality. For example, members of an assembly line may work sloppily in 

order to work more quickly to meet production goals for an award (Northouse, 2013). 

Coercive Power - Derived from having the capacity to penalize or punish others. Coercive 

power is the ability of a manager to force an employee to follow an order by threatening the 

employee with punishment if the employee does not comply with the order. The most important 

concept to understand about coercive power is that it uses the application of force. It seeks to force 

or compel behaviour rather than to influence behaviour through persuasion. Examples of coercive 

power include threats of write-ups, demotions, pay cuts, layoffs, and terminations if employees 

don't follow orders (Lussier & Achua, 2013). In order to be effective, the manager must be able to 

follow through on the threat. If failure to comply doesn't result in punishment, threat of 

punishment becomes meaningless and even counterproductive because employees may cease to  
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respect the legitimacy of the manager's authority. Disadvantage of is though coercive power may 

be effective in the short-term, it can create serious problems for organizational effectiveness in the 

long run. Coercion tends to lower job satisfaction, which shouldn't be too much of a surprise - who 

likes being intimidated on a daily basis? If you are not satisfied with your job, you will bail as soon 

as possible for a better one. Constant turnover is costly, and it also hurts productivity, efficiency, 

and effectiveness. Additionally, some theorists argue that coercive leadership also stymies 

creativity and innovation because you're not much interested in taking risks and being creative if 

you live in an environment of fear and insecurity. Coercive power is the ability to influence 

someone's decision making by taking something away as punishment or threatening punishment if 

the person does not follow instructions. It can be a severe way to get staff members to follow along 

with a company plan, but it can be necessary in some cases (Lussier & Achua, 2013). There are 

advantages to holding coercive power over your employees. Insubordination- Coercive power 

becomes necessary in cases of strict employee discipline. If an employee is habitually late and 

having a negative impact on overall production, then threatening to dock the employee's pay for 

the time s/he is late is a distinct advantage for the company. The intimidation factor of coercive 

power means you should limit using it to only severe cases of insubordination. But it can be an 

effective tool in maintaining employee discipline. Implementing Change - When your staffs get 

used to the way the company does business, the introduction of change can be met with resistance. 

Not every employee will resist change, but the few that do resist can become a distraction to those 

that are trying to move forward with new company plans. Using coercive powers such as 

threatening employee demotions or termination for staff members who do not conform to change 

can be a significant advantage for the company. as cited by Peter G in (J. R. French Jr. and B. 

Raven, 1962) 

2.4.  Women and Leadership 

Women and men are biologically different from each other, and usually culture and society shape 

and strengthen gender roles.  The traditional role of men is to support their family and the role of 

women is to take care of children and home. Traditionally, men are considered to be more 

aggressive and women nurturing. Women are not new to leadership; think of Cleopatra or Queen 

Elizabeth. Think of the women who led the civil rights and education reform movements. But 

women are still outnumbered by men in the most prestigious positions. The Status of Women in  



Page | 14  
 

 

Leadership examines the causes of women’s underrepresentation in leadership roles in business, 

politics, and education and suggests what we can do to change the status quo? Women are much 

less likely than men to be in leadership positions. In universities, businesses, courts, unions, and 

religious institutions, male leaders outnumber female leaders by wide margins (Northouse, 2013). 

Women of colour make up just 5 percent of U.S. state legislators and make up over half the 

population but under 30 percent of executives. Asian, black, and Hispanic women make up less 

than 4 percent of executive officials and managers. The leadership gender gap is persistent and 

pervasive but solvable. Women leaders can make companies stronger and more profitable. Women 

earn the majority of university degrees, yet they’re still underrepresented in top positions. There is 

no lack of qualified women to fill leadership roles but what’s in the way? Why do we assume that 

people in powerful positions are men – and how can we correct that? 

Women are much less likely than men to be in leadership positions. In universities, businesses, 

courts, unions, and religious institutions, male leaders outnumber female leaders by wide margins. 

There is no lack of qualified women to fill leadership roles. Women earn the majority of university 

degrees at every level except for professional degrees, and more women are in the workforce today 

than ever before. There must be something inherent in the system that’s working against them. 

One key obstacle to women’s leadership is unconscious or implicit bias, which can cloud judgment 

in ways people are not fully aware of. 

2.5. The Leadership Styles of Women and Men 

Whether men and women behave differently in leadership roles is a much-debated question. 

Although there is general agreement that women face more barriers to becoming leaders than 

men do, especially for leader roles that are male-dominated ( Eagly&Karau, 2002). There is 

much less agreement about the behaviour of women and men once they attain such roles. This 

issue is usually discussed in terms of leadership styles, when style is understood as relatively 

stable patterns of behaviour that are manifested by leaders. 

The advocates of difference include several writers of trade books who have drawn on their 

personal experience in organizations and informal surveys and interviews of managers.  
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These writers have claimed that the leadership styles of women and men are different, mainly 

along the lines of women being less hierarchical, more cooperative and collaborative, and more 

oriented to enhancing others’ self-worth ( Helgesen, 1990; Rosener, 1995). In contrast, social 

scientists have typically either claimed that female and male organizational leaders do not differ 

or minimized the importance of those differences that have been observed (Purcell, Kinnie, 

Hutchinson, Rayton. and Swart, 2004)). 

However, careful examination of relevant research has revealed more complex findings than 

acknowledged by the advocates of difference or the advocates of similarity. Theoretical 

Rationale for Sex Differences and Similarities in Leadership Style Analysis of the situation that 

women and men face as leaders provides a rationale for expecting differences and similarities. 

From the perspective of social role theory of sex differences and similarities (Eagly, Wood, 

&Diekman, 2000), this analysis begins with the principle that leadership roles, like other 

organizational roles, are but one influence on leaders’ behaviour. In addition, leaders elicit 

expectancies based on people’s categorization of them as male and female. These expectancies 

constitute gender roles, which are the shared beliefs that apply to individuals on the basis of 

their socially identified sex. These roles are assumed to follow from perceivers’ observations of 

men and women as concentrated in different social roles in the family and paid employment. 

Aspects of gender roles that are especially relevant to understanding leadership pertain to 

agentic and communal attributes (Eagly et al., 2000). Agentic characteristics, which are 

ascribed more strongly to men than women, describe primarily an assertive, controlling, and 

confident tendency-for example, aggressive, ambitious, dominant, forceful, independent, 

daring, self-confident, and competitive.  

Studies conducted on the difference between male and female leadership styles have been 

examined extensively. Furthermore, there are many theories present about leadership style. 

Transformational leadership involves much more than managing, it involves “transforming” the 

relationship between leaders and followers into a symbiotic state and inspiring follower to 

achieve their best. Transactional leadership is more of the traditional leadership style of 

exchanging one action for another, such as a reward. Several studies have examined the role of 

transformational and transactional leadership in males and females. These studies include 

examinations of transformational leaders in traditionally transactional environments. (Fry, 2003).  
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Still many conclude that leadership style depends on the situation (Mintzberg, 1973; 

Bass, 1985) or the organizational culture (Schultz, 1990; Anthony, 1994) and others conclude 

women often adopt more transformational leadership traits than men (Eagly and van Engen, 2003).  

2.6. Culture and Leadership 

Globalization has created a need to understand how cultural differences affect leadership 

performance and created the need for leaders to become competent in cross-cultural awareness and 

practice.Global leaders need to develop five cross-cultural competencies: First, leaders need to 

understand business, political, and cultural environments worldwide. Second, they need to learn 

the perspectives, tastes, trends, and technologies of many other cultures. Third, they need to be 

able to work simultaneously with people from many cultures. Fourth, leaders must be able to adapt 

to living and communicating in other cultures. Fifth, they need to learn to relate to people from 

other cultures from a position of equality rather than cultural superiority (Eagly, 2002). 

2.7. Leadership Style and Performance 

In the literature, leadership has been identified as an important subject in the field of 

organizational behaviour. Leadership is one with the most dynamic effects during individual and 

organizational interaction. In other words, ability of management to execute “collaborated 

effort” depends on leadership capability. Lee and Chuang (2009), explain that the excellent 

leader not only inspires subordinates potential to enhance efficiency but also meets their 

requirements in the process of achieving organizational goals. (Stogdill, 1997) defined 

leadership as the individual behaviour to guide a group to achieve the common target. (Fry, 2003) 

explains leadership as use of leading strategy to offer inspiring motive and to enhance the staff’s 

potential for growth and development. Several reasons indicate that there should be a 

relationship between leadership style and organizational performance. The first is that today’s 

intensive and dynamic markets feature innovation-based competition, price/performance rivalry, 

decreasing returns, and the creative destruction of existing competencies (Santoraet al., 1999; 

Venkataraman, 1997). Studies have suggested that effective leadership behaviours can facilitate 

the improvement of performance when organizations face these new challenges. 
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On the other hand, organizational performance refers to ability of an enterprise to achieve such 

objectives as high profit, quality product, large market share, good financial results, and 

survival at pre-determined time using relevant strategy for action (Koontz and Donnell, 1993). 

Organizational performance can also be used to view how an enterprise is doing in terms of 

level of profit, market share and product quality in relation to other enterprises in the same 

industry. Consequently, it is a reflection of productivity of members of an enterprise measured 

in terms of revenue, profit, growth, development and expansion of the organization. 

Understanding the effects of leadership on performance is also important because leadership is 

viewed by some researchers as one of the key driving forces for improving a firm’s 

performance. Effective leadership is seen as a potent source of management development and 

sustained competitive advantage for organizational performance improvement (Avolio, 1999; 

Lado, Boyd and Wright, 1992; Rowe, 2001). For instance, transactional leadership helps 

organizations achieve their current objectives more efficiently by linking job performance to 

valued rewards and by ensuring that employees have the resources needed to get the job done 

(Zhu, Chew and Spengler, 2005). Visionary leaders create a strategic vision of some future 

state, communicate that vision through framing and use of metaphor, model the vision by acting 

consistently, and build commitment towards the vision (Avolio, 1999; McShane and Von 

Glinow, 2000). Mehra, Smith, Dixon and Robertson (2006) argue that when some organizations 

seek efficient ways to enable them outperform others, a longstanding approach is to focus on the 

effects of leadership. Team leaders are believed to play a pivotal role in shaping collective 

norms, helping teams cope with their environments, and coordinating collective action. This 

leader-cantered perspective has provided valuable insights into the relationship between 

leadership and team performance (Guzzo and Dickson, 1996). 

 Some studies have explored the strategic role of leadership to investigate how to employ 

leadership paradigms and use leadership behaviour to improve organizational performance. This 

is because intangible assets such as leadership styles, culture, skill and competence, and 

motivation are seen increasingly as key sources of strength in those firms that can combine 

people and processes and organizational performance (Purcell et al., 2004). 
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2.8.  Transformational Leadership 

Transformational leadership is part of the “New Leadership” paradigm (Bryman, 1992), which 

gives more attention to the charismatic and affective elements of leadership. As its name implies, 

transformational leadership is a process that changes and transforms people. It is concerned with 

emotions, values, ethics, standards, and long-term goals. It includes assessing followers’ motives, 

satisfying their needs, and treating them as full human beings. Transformational leadership 

involves an exceptional form of influence that moves followers to accomplish more than what is 

usually expected of them. It is a process that often incorporates charismatic and visionary 

leadership. A transactional leader, also referred to as an authoritative leader, is characterized by an 

exchange relationship in which followers are rewarded for their work or corrected when their 

performance does not meet expectations. It is more passive style ofleadership, as the leader only in

tervenes when employees are not meeting organizational standards. This is a more traditional style 

of leadership that is characterized by “certainty, clear direction, personal oversight, and 

perceptions of ‘just’ treatment”. The laissez-faire leadership style is denoted by the lack of 

transaction, such that the leader “avoids making decisions, abdicates responsibility, and does not 

use their authority” (Antonakis, Avolio,& Sivasubramaniam, 2003). Transformational leaders are 

distinguished for their consideration of followers’ needs over their own; subsequently, followers 

admire, trust, and respect such leaders and view them in an idealized way this is a leader’s 

Idealized Influence.  

Some studies have found transformational leaders to be more effective when compared to other 

leadership styles, such that subordinates under transformational leaders demonstrate higher job 

performance and more positive attitudes (Aldoory&Toth, 2004; Bass, 1996; House & Shamir, 

1993) have found that leadership styles described as transformational, charismatic, or visionary 

are positively related to organizational performance as well as follower satisfaction, commitment, 

and organizational identification. In a meta-analysis of the MLQ, Lowe et al. (1996) found that 

transformational leadership behaviours were more strongly correlated with leader effectiveness 

than transactional leadership behaviour. Results further indicated a .81 corrected correlation 

between leaders’ charisma and the followers’ ratings of leader.  Transformational leadership 

allows leaders to gain their followers’ trust, subsequently becoming role models for their 
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followers. Further, they motivate and encourage their followers to achieve individual andorganizati

onal goals (Eagly et al., 2003). 

 2.9. Sex Differences in Transformational Leadership 

As there is increasing cultural diversity, there is also a rising number of women in the 

workforce and in leadership positions. This has led to an abundance of research on sex 

differences in leadership (Aldoory&Toth, 2004).There have been mixed findings, but most studies 

have indicated that women and men exhibit different leadership styles (Aldoory&Toth, 2004. In 

1990, Eagly and Johnson conducted a meta-analysis of gender and leadership studies and found 

sex differences were prevalent in laboratory studies, in that women most often displayed 

interpersonally-related and democratic styles and men most often displayed task-

oriented and autocratic leadership styles. Their research also indicated that sex differences were 

not as pronounced in the organizational setting. Women were still more likely to have a more 

democratic and less autocratic style than men, but no sex differences were found among the use of 

interpersonally related leadership styles. Additionally, it has been; suggested that sex differences 

are less prevalent now than they were before (Komives, 1999).  Eagly (1987) has suggested that 

sex differences can be explained in two types of qualities, communal and agentic. The communal 

dimension is associated with females, and can be represented by “a concern with the welfare of 

other people” (Gibson, 1995). The agentic dimension is associated with males and is explained by 

behaviour that is “assertive, goal directed, and controlling tendency” (Gibson, 1995). It is 

suggested that the division of these qualities can be traced back to domestic chores, such that 

females tend to engage in more chores in the home and need more communal qualities to do so. On 

the contrary, males are still more likely to work outside the home and must use more agentic 

qualities. The development of certain qualities (male- agentic, female- communal) will lead to their 

use in other areas, such as leadership. In other words, these qualities help form the leadership 

styles of men and women (Gibson,1995). 

Several theories (e.g., role congruity theory, social role theory) have been used to explain sex 

differences in leadership styles. Social role theory implies that people will conform to social 

roles, where social roles encompass the many norms that define a role. Social roles vary as 

cultures vary, but people will most often attempt to conform to the social roles set out by their 

society or culture (Eagly, 1987). This theory posits that men and women will conform to their 

culture’s gender roles. Thus, to the extent that cultures support differences in gender roles, men 
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and women who are in the same leadership role will employ different leadership styles because 

they must act in accordance to their gender roles (Eagly, Johannesen-Schmidt, & Van Engen, 

2003). Beyond simple sex differences, role congruity theory may help explain why men and 

women employ different leadership styles. Role congruity theory, which is based on Social role 

theory, suggests that men and women must employ leadership styles that are congruent with their 

gender roles to be considered effective leaders. Role incongruity occurs when a leader’s gender 

and leadership characteristics are incongruent, such as a female leader displaying autocratic 

characteristics. Female leaders must commonly deal with role incongruity; as women, they are 

expected to demonstrate communal qualities, but as leaders they are expected to demonstrate 

agentic qualities. Because women are faced with two dissimilar roles, they may not as easily fit 

into the leadership role. Men’s gender roles tend to be more congruent with leadership roles; hence 

they are often seen as more effective leaders (Eagly, 2002). According to role congruity theory, 

incongruent behaviour between a female leader’s role and gender role may lead to two types of 

biases: descriptive and prescriptive (Eagly, 2002).  

The descriptive bias is due to the differences between a female’s gender role and the leader role, 

such that a female who follows her gender role will not be perceived as having the necessary 

characteristics to be a leader. Prescriptive bias is a result of a female adopting more masculine 

characteristics in her leadership role, in which case she would violate her gender role. 

2.10.  Factors that affect women leaders 

Globally, women are not advancing enough to leadership roles and contributing to influential 

decision-making roles. Women are not receiving an equal amount of education, and are not 

employed at equal rates as their male counterparts. Women experience specific challenges when 

aiming for leadership positions and undertaking leadership roles (Eagly, 2002). 

Lack of Inclusion and Credibility 

Men brings masculine ideas for conversation like the game they saw the previous night and try to 

exclude their women leaders/colleagues out of conversation, even if they tried they ignore them 

considering they know nothing about the subject matter (Aldoory, 2004).  
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Pregnancy as a Barrier to Job Status  

Though men support the idea of women having child in their life but when actually happened men 

disappointed and turn their face to men colleagues for support as if women did something wrong. 

E.g. one case study reveals that when women became pregnant and informed her boss about her 

work schedule to delegate in her absence while she’s having baby her boss cuts her off and says, “I 

knew this was going to happen sooner or later; it always does.” He said this as if a disaster were 

about to occur. “There’s no point in talking about her plan as he won’t give her attention to the 

subject matter (Eagly, Wood, &Diekman, 2000). 

Double burden 

Women are improving their professional opportunities, yet are still responsible for the majority of 

the chores and care giving duties, also known as the double burden syndrome (McKinsey, 2007). 

Confidence 

A major problem relates to women’s confidence, in both the beliefs in their own abilities, as well 

as in the capability of communicating confidence. In an environment where the behaviours 

expected are still male dominated, female-specific communication can be interpreted negatively 

(Lyness &Heilman, 2006). 

Gender Bias and stereotypes 

Unfortunately, women do experience a strong gender bias when being evaluated for promotions on 

both their level of performance as well as their potential impact. Research within professional 

groups show that women have to significantly work harder to be perceived as equally competent as 

men (Lyness &Heilman, 2006).  

Furthermore, women struggle with so-called second generation gender biases, which are “powerful 

yet often invisible barriers to women’s advancement that arise from cultural beliefs about gender, 

as well as workplace structures, practices, and patterns of interactions that10inadvertently favour 

men” (Ely, Ibarra, & Kolb, 2011). 

 



Page | 22  
 

 

2.11. Leadership and Women in Education  

In spite of an increasing association of teaching role with women globally, their presence is 

conspicuously low in senior educational leadership positions across countries and cultures though 

women make up half of society. They suffer from discrimination and inequality in all societies, 

especially in the developing world. They are disadvantaged, marginalized and invisible in many 

aspects of life; and their poor representation in leadership positions is one form of such 

discrimination (Hannagan, 2008). Women all over the world are fighting for their rights and trying 

to have their capabilities recognized. They are networking and uniting to empower themselves. 
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CHAPTER THREE: RESEARCH DESIGN AND METHODOLOGY 
 

This chapter deals with research methods, research design, source of data and instruments of data 

collection.  Procedures of data analysis and result of pilot test are also included.  

3.1.  Research Design 

According to Trochim (2005), research design provides the glue that holds the research project 

together. A design is used to structure the research, to show how all of the major parts of the 

research project work together to try to address the central research questions. Research studies are 

designed in a particular way to increase the chances of collecting the information needed to answer 

a particular question. The information collected during research is only useful if the research 

design follows the research protocol. Carefully following the procedures and techniques outlined 

in the research protocol will increase the chance that the results of the research will be accurate and 

meaningful to others. 

The purpose of the study was to assess why women are underrepresented in leadership position at 

Addis Ababa University. The descriptive survey design was employed in the study. Descriptive 

design is a scientific method which involves observing and describing the behaviour of a subject 

without influencing it in any way. This design was selected because it is helpful to show situations 

as they currently exist. It is also assumed that this method is economical since it enables to 

describe the prevailing situations both quantitatively as well as qualitatively which eventually help 

draw valid general conclusion.  

 

3.2.   Sources of Data 

Both primary and secondary sources of data were used in order to achieve the objective of the 

study.  The primary data collected via questionnaire and interview consisting of closed and open 

ended questions in order to help the respondents express their opinion and raise new ideas if any. 

Further the secondary data incorporated with document analysis which entails profiles of officials 

exercising power since the inception of the AAU.  
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3.3. Study Population 

Study population is an aggregation of elements from which the sample is actually selected. 

Accordingly, the study population of this research paper was all academic staff of the Addis Ababa 

University. To carry out this study out of the total 2790 academic staff currently working in the 

university, 120 have been selected using simple random technique. This technique, simple random 

sampling, was used because it avoids bias in selecting samples and gives equal opportunity to all 

representatives.  

3.4.  Study sites 

This study was conducted in Addis Ababa University. All campuses of the university are 

represented in the study.  

3.5.  Sample size and Sampling Techniques 

Simple random sampling technique was used for selecting the respondents. This technique is 

selected because as it is lottery system; it gives equal opportunity for every sample representative 

and avoids bias in selecting samples. Accordingly, from a total of 2790 population 120 individuals 

were randomly selected as sample respondents. In addition, four high level officers were included 

in the study as interviewees using purposive sampling. 

3.6. Instruments of Data Collection 

The data collection mechanisms included questionnaire, interview and review of relevant 

documents. Given below is a description of the tools used to collect the data and the procedures 

followed. 

3.6.1. Questionnaire 
 

The questionnaire contains both closed and open ended formats. The questionnaire was selected 

because; large amounts of information can be collected from a large number of people in a short 

period of time and in a relatively cost effective way, the result can quickly and easily quantified 

and the data can be analysed more 'scientifically' and objectively than other forms.  
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Questionnaires in yes/no were used. The first one was designed to examine factors that constrain 

women to assume leadership and management position. Both male and female academic staffs 

were randomly selected to fill up this questionnaire. The other one was designed to evaluate the 

present and desired level of need based motivation support provided by the institution. Women 

leaders who were purposively selected filled in this questionnaire. The enquiry included twenty 

questions which can be seen in appendix. Some of the questions were Yes or No type of questions 

and some were answered by writing. The questionnaire included questions about the respondents’ 

background and their opinions on women's career possibilities and factors influencing women’s 

participation in leadership. 

3.6.2. Interview 
 

In depth interview with key informants (with three high level officers was made to get an insight to 

qualitative data which was helpful to triangulate the quantitative data. Moreover, other issues 

uncovered in the closed ended standardized questionnaire were incorporated using this method. 

The interviews were based on open-ended questions in order for the interviewer to get extensive 

answers and more comments from the interviewees.  

3.6.3. Document Review 
 

The staff profiles of each selected campus were reviewed to calculate proportion of women in 

academia and leadership as compared to men. Moreover, Education and Training Policy 

documents declared since 1994 including the Education Sector Development Program IV (ESDP –

IV, 2010-15) Action Plan were evaluated to see whether this and other documents consider gender 

balance in promotion and advancement of women into leadership and management positions. 

 

3.7. Data collection procedures 

For a researcher it is impossible to conduct research successfully in the absence of respondents. If 

we (researchers) expect them to give us their valuable time to help us, we should offer them 

something in return. Many people are willing to discuss a lot of personal information during our 

research so we need to make sure that we treat both the participants and the information they 

provide with honesty and respect. This is called research ethics, (Dawson, 2002). 
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Accordingly, the study was conducted with the consent of the institution and respondents. The 

researcher has tried to arrange convenient hours in order not to interrupt employees work 

schedules. No name of any identifiable information from respondents taken as a way of ensuring 

the ethical principle to keep all information confidential. The respondents were informed that their 

participation was voluntary. 

3.8. Data Analysis 

Depending on the nature of data both qualitative and quantitative analysis were employed. Data 

collected through questionnaire was statistically analysed. To analyse the quantitative data 

percentage and frequency were used. Descriptive statistics was used to report facts as they are 

described by respondents. To this end they were used in the study to analyse the way respondents 

rate the current practices of women involvement in leadership. 

Beside the statistical analysis, the data was narrated qualitatively using words, sentences and 

paragraphs. Data collected through open-ended question and interview was closely analyzed to 

supplement statistical analysis. Data from documents was also transcribed and presented in a 

narrative form to further enrich and enhance the information collected. So as to draw practical 

findings from different respondents’ response, statistical analysis were interpreted and analyzed in 

statement. 

3.9. Pilot Test 

Before the final distribution, to test its validity the questions were commented by the research 

advisors and colleagues and tested to check validity and reliability. Based on the comments given, 

questionnaires were rearranged in line with guiding question. Language use was also arranged in 

accordance with the comment given. And after the necessary correction and modifications, the 

questionnaires were duplicated and distributed. 
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CHAPTER FOUR: DATA PRESENTATION, ANALYSIS AND 

INTERPRETATION 
This chapter consists of two major parts. The first part presents about the characteristics of 

respondents in terms of sex, age, education background and year of services. The second part deals 

with the analysis and discussion of the data collected from the subjects of the study to search 

answer for the basic questions raised in statement of the problem. The data that were obtained 

through questionnaires, interviews and document review were analysed and interpreted in line with 

the basic research questions raised so far. For this reason, the questionnaires were distributed to 

120academic staffs to be filled out of which 30 were females. After the collection, the data was 

arranged and presented in labels.  

Moreover, three senior academic staffs were interviewed. Based on the responses obtained from 

the respondents, the analysis and interpretation of data was made. Thus, the respective quantitative 

data was analysed quantitatively using percentage. On the other hand, the collected data through 

interview and open- ended questions were analysed qualitatively. The analysed data were compiled 

and organized in a way that suits interpretation of the results in addressing the research questions. 

In this way tables were constructed in categorizing the objectives of the study in thematic groups 

which in details deal with the responses of participants on the extent of major factor that affect 

women’s leadership participation in Addis Ababa University. 

The questionnaire make up the main case of the study and the interview was conducted to get more 

insight on what women think about women's possibilities to rise to leadership positions. In the 

following section, the collected data were analyzed and brought together. Major social, 

institutional and personal factors that affect their leadership participation were presented and 

analysed in detail. 

4.1.  Respondents’ Background Information 

Understanding about the overview of the respondents characteristics was important for further 

analysis of their responses. Hence, attempts were made to describe the background of the 

respondents which directly or indirectly related to the objectives of the study. Accordingly, the 

general demographic characteristics of the respondents in sex, marital status, educational 

qualification and work experience were analyzed and discussed in terms of percentage as follows.  
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                Table .4.1. Characteristics of Respondents  

Sex composition  

 Male 90 75% 

Female 30 25% 

Total 120 100.0% 

            Age          

 21-25 yrs - 0% 

 26-30 yrs 17 14% 

 31-35 yrs 39 32.5% 

 36-40 yrs 46 38% 

 Above 40 yrs  18 15% 

Level of education  

 Bachelor degree Master degree PhD   

Male  - 43 47 

Female  - 17 13 

Year of services  

 1 – 5 years 9 7.5% 

 6 – 10 years 22 18% 

 11 – 15 years 19 19% 

 16 – 20 years 46 38% 

 above 20 24 20% 

 

With regard to sex composition of sample respondents as to the finding of the study indicated in 

the above Table, 90 (75%) of them were male and 30 (25%) of them females. In addition to this 

the data gained from document review depicts that there are 2790 academia in Addis Ababa 

University of which 417 (14.95%) are females. From this data, it can clearly be understood that the 

majority of the employees are male and the enrolment of their counterpart is very low.  

As it can be seen from Table above, age composition of total 120 sample respondents is found 

under age categories of above 26 years. It is assumed, this age groups are matured enough to 

analyse current situation in identifying constraints and fill the questionnaires properly.   
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As presented in the above table, like men there are women in higher academic ranks i.e. PhD in 

Addis Ababa University. As it is very evident from the data, it is easy to find qualified women for 

high level position. There is no dismal lack of female from the mid to higher academic ranks. This 

clearly depicts qualified females are available to assume leadership positions in Addis Ababa 

University.  

With regard to service year information of respondents as indicated in the above Table 4.1among 

total sample respondents 7.5%, 18%, 19%, 38%,20% of them had responded as they have a work 

experiences of less than 1-5 years, 6 -10, 11 -15, 16-20 and above 20 years respectively.  

This data clearly shows that the majority (about 77%) of total respondents had sufficient work 

experiences (i.e. at least above ten) and is therefore assumed that they are able to provide adequate 

and sufficient information about the factors that affect women participation in leadership and 

decision making positions with respect to Addis Ababa University. 

4.2.  Data Analysis 

Table 4.2 Women participation on leadership  

No  Questions 1 2 3 4 5 

1 Females are still the minority at top position 

like president and vice president? 
4 (3%) 

9(7.5

%) 

3(2.5

%) 

73(6

1%) 

31(2

6%) 

2 Higher number of female staffs in teaching 

area than leadership position 

2(1.6

%) 

11(9%

) 

2(1.6

%) 

81(6

8%) 

24(2

0%) 

 

The above Table presented questions along with responses obtained from the respondents 

pertaining women participation on leadership position. As indicated in the Table, majority of the 

respondents have pointed out that women are absent from top position leadership. 87% of the 

respondent confirmed this idea while 10.5% disagree. Similarly, according to the data indicated in 

the table above 68% of respondents agree, 20% strongly agree that there is high number of female 

staffs in teaching area than leadership position. As result from document review indicated women 

form a minority at Addis Ababa University. As the information in document indicates 12  
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Presidents assumed office since its establishment where none are women despite the policy to 

attract 50% of the females into teacher training thereby raising the share of female academic staffs 

and the affirmative action provision for higher education, employment, and promotion (ESDP IV, 

2010-15).  

Major Social, Institutional and Personal Factors that Affect Women’s Participation in 

Leadership 

4.2.1.1. Social Constraints  

Societal factors such as are indirect factors, which influence both organizational and individual 

behaviour. Society sets standards, expectations and customs to organizations and individuals and 

thus affects female leadership. Societal factors are the most difficult and time-taking factors to 

change as they have an effect on various dimensions of life and cannot be easily controlled. 

Concerning this part the respondents were asked to put their agreement to the socio-cultural factors 

which affected women participation in leadership in Addis Ababa University. The questions and 

responses obtained from the respondents are presented below in a table. 

Table 4.3 Social constraints  

No  Questions  1 2 3 4 5 

1 
Do you believe that there is socio-cultural 

stereotype against women? 

17(14

%) 
4(3%) 

13(11

%) 

62(52

%) 

24(20

%) 

2 
Do you believe that home care burden affect 

women empowerment?  
21(17.

5%) 
4(3%) 

1(0.8

%) 

53(44

%) 

41(34

%) 

3 

The patriarchal ideology that dominated the 

culture affects women’s participation in leadership  31(26

%) 
9(7.5) 0 

43(36

%) 

37(31

%) 

4 

People think women do not have the ability and 

skills to be leaders.  
75(62.

5%) 

21 

(17.5

%) 

20(17

%) 

22(18

%) 

3(2.5%

) 

5 

Women are more responsible to home or family 

related issues than their male counterparts.  
13(11

%) 
7(6%) 

3(2.5

%) 

63(52

.5%) 

34(28

%) 



Page | 31  
 

 

As it can be seen from the above Table, five questions pertaining social constraints to females’ 

leadership participation were presented in the above Table. Among a total of 120 respondents 21 

(17%) responded that there is no socio-cultural stereotyping against women that constrains women 

not to exercise power. By contrary, 86 (62%) of the respondents disagree with this idea saying that 

there is socio-cultural stereotype against women. The remaining respondents refrained. At this 

modern age assuming women as incapable of leading in most cases can hinder women especially if 

they may happen to climb the social strata. Thus such type of thinking devalues human liberations 

efforts. The absence of women from political life and leadership positions undermines democracy 

and women’s empowerment (UN, 1996). Depending on the response obtained from the 

respondents, the researcher concludes that socio-cultural stereotype is among factors hampering 

women not to climb the ladder of top position in AAU. 

 The second barrier which can interrupt women from rising up to top level can be the family 

problems related to women. Women are mostly not regarded efficient in the work place because 

organizations consider women to have a family orientation. If the women are not even married or 

do not have children but still the male executives believe that the women can have negative impact 

of family on their work which is required for the executive role. This usually influences the female 

to be selected at a top management level, which is a big disadvantage for the females. To get 

confirmation from the respondents, questions related to home care burden was presented to the 

respondents. According to response obtained from the respondents and presented in the above 

table 4.3, home care burden takes lion share. Among grand total of 120 samples 94 (78%) of the 

respondents confirmed that home care burden as a major factor hindering women to come to 

leadership position.  About 20.5% of the respondents disagree with this idea. The previous study 

done by  Commbs, (2004) Stated that married women especially women who are at the age of 

reproductive are obliged to carry all the burdens of the house hold in addition to their leading 

responsibility which can slow down their career for leadership positions. Another factor classified 

under social constraint is patriarchal culture. Question presented to the respondents to assess their 

response whether patriarchal culture influence women not to come to top level leadership. 

Accordingly, as indicated in the above Table patriarchal culture affects women to come to top 

management. Of the total 120 sample, 80 (67%) of the respondents confirmed (agree and strongly 

agree) that patriarchal culture constrains women empowerment while 30% disagree with this idea.  
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The rest refrained. Substantiating this, Mowa, (2006), stated that both patriarchal culture and 

religion played major roles in limiting the positive roles that woman could have played. They have 

been oppressed in many respects in their capacity as being women and lack of involvement in the 

male dominated socio-economic infrastructures and as member of oppressed class. Hence, this 

study concludes that patriarchal culture contributed to women’s underrepresentation in AAU. 

Perception of society towards women’s innate knowledge and skill is also another issue considered 

in social constraints that might hinder women to exercise power. In line with this, the respondents 

were asked if women have skill and ability to lead organization. As indicated in the above table 4.3 

on item 4, majority of the respondents, 96 (80%) confirmed that women have both ability and skill 

to be leader. Grady (1992) Cites Lyman Speyer as saying that few women have been socialized to 

have a clear sense of a career track to develop their leadership skills. They have also been denied 

the support, opportunity, and experience given to men. The findings form Grady’s study suggest 

that there remains psychological barrier, a subconscious occupational ceiling that prevents women 

from actively pursuing success in the non-traditional roles of administration. Thus, proportionately 

fewer women than men seek administrative positions, tending to disguise their ability and 

eliminate them from competition in a larger occupational sphere (Johnston, Yeakey, & Moor, as 

cited by Grady 1992). This study also indicates that women academic staffs in AAU have both 

skill and knowledge to participate at top level position but not given the chance.   

Burden of family and home care issues are among bottleneck problems for women to come to 

power. Thus, to cross check burden of family and home care on women and their male counter 

parts the respondents were asked who is more dominated by family and home care. Accordingly, 

on item 5 in table 4.3 indicates 97 (80.5%) of the respondents confirmed that Women’s 

responsibility of family child bearing and taking care of home affect their participation in 

leadership when compared with men. Previous work done by Abebayew (1995) also indicated that 

women are more responsible for home or family related issues than their male counterparts which 

in turn affects their participation in educational leadership. 

4.2.1.2 Institutional Factors 

Organizations play a big role in promoting female leaders.  Even though there are many female 

leaders nowadays they are still often the "exception". Specially in male-dominated sectors, women 

leaders are scarce. The division of education and labour market by gender is not strong in Ethiopia,  
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which creates inequality and less managerial career opportunities for women. As for organizational 

factors, the action that organizations take in recruiting and offering career advancements are very 

influential to female leadership. The AAU top position is still considered to be very masculine. 

Cronyism exists and it can be hard for women to enter men's networks which might open many 

doors to women. Organizations are the key factors in women's career development as they make 

the direct decision whether to hire a woman or a man. Organizations also create their own 

organizational culture, which was stated to influence women's career possibilities. 

The following questions were presented to respondents to assess their opinion towards 

organizational influence on women leadership. To this end, four questions are listed in the below 

table. 

Table 4.4 Institutional Factors 

No. Questions 

 

Yes  
No  Tota

l % 

F  % F % 

1 
Is there gender mainstreaming in Addis 

Ababa University? 
100 100 0 0 100 

2 

Is there woman who exercises power and 

be a role model in Addis Ababa 

University academic staff? 

53 44 67 56 100 

3 

Do you believe absence of facility like 

day care for children slowdown women 

career for leadership? 

89 74 31 26 100 

4 

Does the the university take affirmative 

action to bring women to top level 

position?  

57 47.5 63 52.5 100 
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Gender mainstreaming has pivotal role to bring women to power through affirmative action. As 

indicated in the above table 100% of the respondent replied that there is gender mainstreaming in 

the university. To get detailed information on this issue interview was held with the key 

informants. They also reaffirmed existence of gender mainstreaming as a policy inclusion but far 

behind on practical implementation.  

The other question related to institutional factor was role model in the organization. Role models 

are vital for the success of young women managers, and yet there is very little research into the 

gendered aspects of this phenomenon in organization settings. Research by Came, Vinnicombe, 

and Singh (2001) show that both men and women still consider that masculine styles of 

management are required to be successful, particularly at top level. If role models and culture of an 

organization are masculine, women managerial is less likely to be appreciated, both by themselves 

and the organization.  Across organizations, women were less likely to have specific role models 

for success and more likely to have negative role models. Respondents were asked if there is role 

model in AAU that can be role model for women to exercise power.  

Among 120 respondents 67(56%) of them responded that there is no role model that encourages 

women to come to leadership while the rest say they have role model. Availability of few female 

teachers leads to lack of female role models and confidantes in the institutions and this creates 

learning environments in which girls may not feel particularly supported, encouraged, or 

represented. It also means that the activities in the institutions inevitably reflect the experiences of 

the boys and men who dominate culturally. Moreover this finding is supported by Fagenson,  

(1993) as she cautioned that “lack of mentors is thus the problem for women aspiring to move 

upwards and this could be minimized by getting more women in educational leadership positions. 

Absence of role models erodes the confidence of women to assume leadership and management 

positions. Wisker G (1996) noted that the absence of women in various decision making areas 

remain the constant obstacle for women’s coming to leadership. To this fact, this study reveals that 

lack of role model is one of the main barriers for women to achieve and aim for the top 

management roles as women perceive male to be more efficient in the directive roles as majority 

of the executive roles are male dominated in which the women and others still believe that the top 

directive roles need more masculine leadership style as compared to females. Another issue 

contributing to the career slowdown that women experience is related to conducive environment 

like day care centres which affects work flexibility, or more specifically the actual hours managers  
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can physically spend at the office. According to information indicated in the above Table 4.4 (item 

3) 89 (74%) of the respondents confirmed that lack of facilities like day care in the university 

obliges women to keep away from leadership position. Information gathered through interview and  

open ended questions also capitalize this idea. According to information from key informants, 

absence of facility like day care for child significantly affects women engagement in leadership.  

Organization can play significant role in bringing women to leadership. Affirmative action is one 

of the best way that organization can take to let women actively participate in leadership. In 

recruiting and hiring organization can take cronyism action that can encourage women’s 

involvement and increase their participation. According, to observe what actions AAU takes as an 

affirmative action to bring women to power.  As indicated in the above table, 57 (47.5%) of the 

respondents confirmed that AAU encourages and is taking affirmative action to bring women to 

power. The rest 63 (52.5%) of the respondents replied against. Information obtained through 

interview from key informants depicts that the university offers 3 bonus points for women 

competing for post against male counterpart. But the -+big problem comes from work experience 

according to the informants. The women are asked related work experience like men for top 

positions. Organizations can create their own organizational culture to influence women's career 

possibilities. According to the response obtained from respondents of this study, affirmative action 

that AAU has been taking so far was insignificant as its role is clearly observable. Thus, this study 

deduces that affirmative action taken by AAU was not groundbreaking measure to bring women to 

power.   

4.2.1.3.  Personal Barriers 
 

Individual factors in women's careers are affected by the societal level as well as the organizational 

level. As discussed earlier in this paper about the traditional expectations towards women and men, 

women themselves have certain expectations and ideas about what they should be and do. The 

business culture might also affect how an individual feels and acts in that organization and whether 

the individual's career is supported by the organization or not. 

The following table presents question along with responses collected from respondents pertaining 

personal constraints that can hinder women from participating in leadership. 
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    Table 4.5 Personal Constraints  

No  Questions  1 2 3 4 5 

1 
Women have career and strong 

ambition for promotion 
87(72.5

%) 

3(2.5

%) 

2 

(1.6%) 
8(7%) 

20 

(17%) 

2 
Women in AAU have academic 

qualification like  men 
36(30%) 

21(17.

5%) 
2(1.6) 

39(32.5

%) 
22(18%) 

3 
Women have strong self-

advocacy for leadership position  
71(59%) 

29(24

%) 
0 14(12%) 6(5%) 

4 

Women assume themselves that 

they will be successful in 

leadership position  

53(44%) 
13(11

%) 
7(6%) 

39(32.5

%) 
8(7%) 

5 
Women have lack of confidence 

in their capabilities 
29(24%) 

3(2.5

%) 
0 

69(57.5

%) 
19(16%) 

 

Women are said to be confining themselves into a glass cage, rather than facing a glass ceiling 

anymore (Hirvikorpi, 2005). As discussed earlier, women themselves can stand in the way of their 

way to leadership, or at least make the progress slower by questioning their abilities. This 

phenomenon derives from the traditional expectations that both society and culture set on genders 

and individuals. The above results show that male and female differ in their career ambition. 

Female managers are less willing to consider promotions and have lower career ambitions than 

male managers i.e. significantly less women than men aim to achieve top position compared to 

men. The response obtained from respondents listed in the above Table depicts that 75% of women 

don’t have career for promotion; only 24% of women managers are willing to consider a 

promotion and aspire to achieve higher position. Career trajectory is one of the major reasons for 

the under-representation of women in leadership. The information obtained from respondents 

reveals AAU women academic staffs have lack of career ambition and promotion and as a result 

they are absent from top level post. 
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Academic qualification is another factor to slow down women’s involvement in leadership. 

General gap exists in education at all level systems. Men outnumbered women in all level of 

education in Ethiopia. The problem gets worse as one goes up higher the educational ladder. With 

age come other responsibilities for women to pursue study. Some get married and others have 

children. As indicated in the above table 50.5% of respondents stated that men have better 

education qualification in AAU while the rest 47.5% disagree.  

Women’s education is one of the important aspects of their self-development, and is closely related 

to their participation in productive activities, control over their own life and body, the education of 

their children and their negotiation ability vis-a vis institutions and men. Promoting equal access 

and success in education training for women is given due attention in Government policies and 

action plans. Information obtained through interview and document analysis also show that there is 

gap in education rank especially in Addis Ababa University where there is only one female 

academicians holding the rank of full professorship among 114 professors. For example when 

competing for presidency of AAU, academic qualification has its own advantage not less than 10% 

which can by far gives access for competent holding the full professorship. Hence this might have 

its own contribution for women’s involving in leadership at AAU.  

Self advocacy is another factor categorized under personal constraints. Accordingly respondents 

were asked to check women’s self advocacy. Accordingly, the answer obtained in the above table 

4.5 indicates 83% of the respondent said that women have lack of self-advocacy to be leadership 

while 17% of the respondents agreed that women promote themselves to come to top position. Key 

informants capitalized the idea that women don’t have self advocacy stating the 2018 AAU 

presidency selection process. Among 20 candidates registered on the first round none of them were 

women. This clearly indicates that AAU women academic staffs have lack of self advocacy that 

have result their low participation in top positions. 

Women’s intention for their career achievement is also categorized as personal constraints. 

Positive perception for success encourages women to exercise leadership while negative 

perception for their success keeps them away of top post. The above table indicates majority, 55%, 

of the respondents confirmed that women assume that they will not be successful in leadership. 

However, 39.5% of the respondents were disagreed on the issue. Concerning this issue Jordan et 

al. (1999) state that the problem of females to seek leadership position is fear of success, which 

jeopardizes the women personal lives. Working with high achievement women and men, she  
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worries the anticipation of negative consequence, for example, social rejection, disapproval and 

loss of femininity. To this fact, according to the information obtained from the respondents, 

negative assumption of success is one factor for absence of AAU women academic staffs from top 

level leadership.  

Another issue related to personal factor was self confidence. Self-images that women have for 

themselves and their confidence significantly influence them pro/against exercising power. 

Positive self-image and confidence encourage them to come to top positions. Respondents were 

asked whether women have self confidence or not. Accordingly, the result obtained from 

respondents indicate that women don’t have good image and confidence for their capability and qu

alification. As indicated in the above table 73.5% of the respondents replied that women have less 

confidence than their men counter parts. The rest respondents disagree with this idea. This finding 

is similar with previous work done by  Kagoda, M. (2000) , which describe that women do not 

apply to top level management, even when they are as well qualified as the male applicants, at 

least in part, because they have negative self-perceptions and lack confidence in their capabilities, 

qualifications and experience. Moreover, as the result of their socialization process and sex role 

stereotyping, majority of women lack self- confidence to be leader Gill, B.A. (1997).  

4.3.  Interview  

The interviews were based on open-ended questions in order for the interviewer to 

get extensive answers and more comments from the interviewees.  Three senior academic staffs 

were participated in the interview. Five open ended questions were administered for the interview. 

The following were questions presented to the interviewees 

What are the main factors that influence women's rise to leadership positions? 

Why are women underrepresented in top position in Addis Ababa University? 

Why women have fewer careers for promotion relative to men?  

Do you believe that academically qualified women have good self advocacy for senior 

post? If not what is the reason behind? 

What do you recommend as a possible solution to increase women’s involvement in 

leadership in AAU? 
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The interviewees expressed their opinion pertaining factors that influence women’s rise to power 

in general and in AAU in particular. The information obtained from the interview was briefly 

summarized as follow. One of the interviewee called Mr. X categorized the factors that contribute 

to women’s under representation in AAU in to three main categories: societal, organizational and 

individual factors. Mr. X noted societal factors as indirect factors which have an impact on 

organizations and individuals. “Organizational factors are more easily changed and are more 

direct,” said Mr. X. Another interviewee called Mrs. Y also gave her opinion. She said that one of 

the factors contributing to women’s underrepresentation is personal factor. Individual factors refer 

to women's own expectations and values regarding their career aspirations and possibilities. Mrs. 

Y while giving her opinion stated that women are said to be less willing to take risks than men and 

underestimate their skills. She depicted that many females work in the environment in which 

mainly there is a male dominancy and this type of environment can have impact on both the 

leadership style and stress levels of women managers resulting stress on women and masculine 

style of leadership is reason for keeping women away from the upper level of management. 

Another factor is top position already occupied by well experienced men.  

Pregnancy is also another constraint as indicated by the 3rd interviewee called Mr. Z. Though men 

support the idea of women having child in their life but when actually happened men disappointed 

and turn their face to men colleagues for support as if women did something wrong.  He also noted 

that double burden influences women’s participation in leadership. Women are improving their 

professional opportunities, yet are still responsible for the majority of the chores and care giving 

duties, the double burden. A major problem relates to women’s confidence, in both the beliefs in 

their own abilities, as well as in the capability of communicating confidence. In an environment 

where the behaviours expected are still male dominated, female-specific communication can be 

interpreted negatively. Unfortunately, women do experience a strong gender bias when being 

evaluated for promotions on both their level of performance as well as their potential impact. 

Women have to significantly work harder to be perceived as equally competent as men according 

to the information obtained from the key informants.  Unlike men women in general and in AAU 

in particular are unwilling to promote themselves for top level position which at end resulted 

underrepresentation of women in top level management. To increase women’s participation in the 

future, the interviewees suggested possible solution. Mentoring will help young women in their 

career paths and promote female leadership and networking as well and in addition, organizations  
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should conduct clear, achievable equality plans, in order to enhance their diversity and 

performance as well. 

4.4. Document Review  

To get more reliable information the researcher also conducted document review. The documents 

reviewed were presented in the tables below. 

Table 4.6 AAU academic staffs Profile by gender and nationality (July 2017) 

Nationality  Female  Male  Total  

N  N N 

Ethiopian  395 2314 2709 

Expatriate  22 59 81 

Total  417 2373 2970 

Source:- Office of the Academic Staff Affair 

The total number of academic staff in the university is 2790 of which male staff members account 

for 2373 (85.05%) where as the number of females is 417 (14.95%). This clearly indicates that 

male instructors by outnumbered women.  

Table 4.7 Current AAU high level management  

Position  Sex  

President  Male  

Academic Vice President  Male  

Vice President for Research and Technology Transfer  Male  

Vice President for Administration and Student Services  Male  
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According to information obtained from document, 12 presidents held office since the inception of 

the university of which none were female. According to the information indicated in the above 

table, which depicts current AAU high level managements assumed office including president and 

vice presidents there is no single women. This evidently shows that women are absent from top 

leadership demanding the university to work hard to tackle the problem.  

Table 4.8 Current Deans of AAU Colleges   
No  Name  colleges Position  Sex  
1  College of Natural and Computational Sciences Dean  Male  

2 College of Social Sciences Dean  Male 

3 College of Health Sciences Chief 
Executive 
Director  

Male  

4 College of Business and Economics Dean  Male  

5 College of Education and Behavioural Studies Dean  Male  

6 College of Law and Governance Studies Dean  Male  

7 College of Humanities, Language Studies, Journalism 

and Communication 

Dean  Male  

8 College of Performing and Visual Arts Dean  Male  

9 College of Development Studies Dean  Male  

10 College of Veterinary Medicine and Agriculture Dean  Male  

 
 

There are ten colleges in Addis Ababa University. The colleges are led by dean except the college 

of Health Sciences which is run by Chief Executive Director with rank of Vice president. As 

information obtained from document review and presented in the above indicates, all the colleges 

are led by male. Hence the document review also reaffirmed that women are absent from top level 

management.  
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND 

RECOMMENDATIONS 

 

This chapter deals with the summary of the major findings, the conclusions drawn from the 

findings and recommendations that the researcher proposed and assumed which will go a long way 

to help improve and increase women’s participation in leadership in Addis Ababa University.  

5.1. Summary  

Based on data analysis, the following major findings have been drawn. It was observed that the 

majority of AAU academic staffs are accounted to be male. This implies that, the involvement of 

women in top level management is seen low. The finding showed that the major factors that hinder 

women’s participation in leadership and decision making are various and observed interrelated. As 

finding of the study revealed out, though there is comprehensively formulated national women 

policy and strategies so as to promote women participation in leadership, 

political, and economical arenas before a decade, still little has been done to realize the strategy  

in AAU. Women exclusion from top level leadership and decision making structures was observed 

as the result of multiple socio-cultural, individual, and institutional factors in AAU. The findings 

reveal that majority of respondents confirmed attitude of women towards themselves, home and 

family care burdens, lack of self advocacy, confidence and preoccupied positions by well 

experienced men as constraints for women’s absence from top management in AAU. Women still 

have the feeling that the world is as masculine. Women still do not perceive that they are capable 

of doing leadership activity, their consideration of being accepted equally to men is low and they 

continued themselves confined at lower tasks under men. Women lack confidence, self-advocacy 

and career ambition for leadership position.   

The finding of the study indicated that if favourable conditions are set at place and women are   

provided the position to lead, they are as effective and successful as of their male counterparts. 

This indicates that there is some encouraging but need strengthen attitudinal changes towards 

women’s leadership and decision making. 
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5.2. Conclusions 

Women are resentfully under-represented in positions of high level academic leadership and 

management at Addis Ababa University despite the existence of gender sensitive policy 

frameworks. In terms of numerical equality, women lag far behind men in attainment of higher 

education leadership and management positions in this university. These factors are generally 

classified into three namely social, organizational and personal factors. Among the individual 

factors, lack of personal preparation for the posts has been mentioned as one of the major 

challenges that have slowed down female teachers ‘entry to leadership positions. One can conclude 

that this tendency of female teachers to hold down themselves from educational leadership may 

also be attributed to the following reasons. For one thing, when they come to positions, there is a 

felt increment in responsibility and this may pose fear of failure among female teachers as they are 

also overburdened by home responsibilities than males. 

Similarly, since the society considers females as incompetent to meet institutional leadership 

positions, women tend to underestimate their own values; this low self concept may result in de 

motivating them from aspiring to top positions in general. Certainly, lack of confidence can 

significantly affect women’s participation in leadership. There is lack of female role models in 

educational leadership positions that would encourage female teachers to aspire for posts. Because 

of this, female teachers are not interested to be involved in leadership positions.  In addition, the 

key leadership positions have been already occupied by well experienced male leaders. This means 

there is over dominance of males in the key educational leadership positions. 
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5.3. Recommendations 

Based on the major findings of the study and conclusions drawn, the following recommendations 

are forwarded: Dealing with the gender disparity in leadership such us engendering leadership            

through motivating, empowering and involving women in decision making systematically could 

narrow down the persisting gap as women hold up half the sky. Societies need to accept potential 

females’ contributions in leadership activities to attain developmental goals of the country and they 

need to encourage rather than discouraging them. Women are needed to realize their innate 

abilities and teach their colleagues to change community, parents and student negative attitude 

towards them through discussion in different public stages. Deliberate efforts need to be made by 

concerned bodies (Women and Children affairs) to increase societal awareness on the importance 

of females’ participation in every leadership position particularly in higher education institutions. 

Higher education institutions need to assign female teachers as, Department heads, directors and 

dean so that they can get opportunity to develop managerial and decision making skills in order to 

climb a ladder of better position. 

Some kinds of quota system also need to be employed for females on top positions in higher 

education institutions and practically implemented to widen opportunity for females to increase 

their participation in leadership. Women serving in key leadership roles need to talk about and 

think creatively with other women about ways to successfully balance family responsibilities and 

job demands. Women and men in position of power in educational systems need tko deliberately 

mentor more women. Institutional heads (presidents, vice presidents, Town Education Officials 

and Women and Children) could cooperatively work to involve gender unit or office in the 

committee or team established for the recruitment training, and development of female teachers for 

leadership position. Males need to accept potential females’ contributions in leadership activities to 

attain developmental goals of the country. In addition, they need to encourage rather than 

discouraging them. Women in position of leadership need to communicate the feeling of 

effectiveness they derive from their work and might motivate other women to seek position of 

leadership, particularly at the top level management and counter perceptions of stress related to 

leadership that discourage those who have potential to apply. 
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Appendix 1 

Addis Ababa University 

College of Educational and Behavioral Studies 

Department of Educational Leadership and Management 

 
These questionnaires will be filled out by any academic staff of the Addis Ababa University 

currently on job. 

Dear Respondents: 

As part of my study, I am undertaking a study on the title: Factors contributing to Women’s 

underrepresentation in top level leadership positions: the case of Addis Ababa University female 

academic staff. I hereby request you to answer all questions to the best of your knowledge. 

Confidentiality  

I hereby assure you that all information obtained through this questionnaire will be used for only 

academic purposes and will be handled and stored with the highest order of confidentiality. Please 

do not write your name anywhere on the questionnaire. 

Questionnaire 

The objective of this questionnaire is analyzing factors contributing to Women’s 

underrepresentation in top level leadership positions. Your response has great importance to 

achieve the objectives of the study, so you are kindly requested to answer the questions carefully.  

NB: In this questionnaire leaders (top managements) refer to director, dean, chief executive 

officer, vice president and president of the university 

Part One:  

Demography of respondents 

 

Please circle or underline for the below questionnaires 

1. Gender:  

a) Male                        b)    Female 
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2. Age  

a) Age:  21 – 25 years                 b)  26 – 30 years                C)31 – 35 years                                                  

d)   36 – 40 years                      e)   41 – above years   

3. Marital Status        

a) Single                   b)   Married                  C)  Divorced 
 

D) Widowed  

 

4. Level of education:       

a) Diploma                      b)  Bachelor degree                         C ) Master degree                            
d) PhD 

b) Others, please specify __________________________________ 

5. How many years have you spent in Addis Ababa University?   

Service in years 

a) 1 – 5 years                   b) 6 – 10 years                    C )  11 – 15 years     

            d)16 – 20 years                   E)   above 20 years       
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Part two  

 

Questions on social factors 

Tick the appropriate boxes in each of the questions accordingly 

1=strongly disagree   2= disagree  3= neutral   4= agree   5=strongly agree  

No. Questions 
1 2 3 4 5 

     

1 
Do you believe that there is socio-cultural 
stereotype against women?      

2 
Do you believe that home care burden 
affect women empowerment?       

3 
People think women do not have the 
ability and skills to be leaders.       

4 

Women are more responsible to home or 
family related issues than their male 
counterparts.       

 

Questions on institutional factors  

Tick the appropriate boxes in each of the questions accordingly 

1=strongly disagree   2= disagree  3= neutral   4= agree   5=strongly agree  

 

No. Questions 1 2 3 4 5 

1 
Is there gender mainstreaming in Addis 
Ababa University? 

     

2 
Is there woman who exercises power and 
be a role model in Addis Ababa?      

3 
Do you believe absence of facility like 
day care for children slowdown women 
career for leadership? 

     

4 
Does the university take affirmative action 
to bring women to top level position?      
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Questions on personal constraints  

Tick the appropriate boxes in each of the questions accordingly 

1=strongly disagree   2= disagree  3= neutral   4= agree   5=strongly agree  

 

No. Questions 1 2 3 4 5 

1 
Women have career and strong ambition 
for promotion 

     

2 
Women have better academic 
qualification relative to men      

3 
Women have strong self-
advocacy for leadership position       

4 
Women assume themselves that they will 
be successful in leadership position       

5 
Women have lack of confidence in their 
capabilities 

     

 

 

Part Three:  

1. Does number of women exercising leadership at Addis Ababa University coincide with that of 
men?  

a/   Yes      b/ No 

 

2. Do you believe women can be effective in leading higher education institutions? 
a/   Yes      b/ No 

3. What are the constraints for women underrepresentation exercising leadership at Addis Ababa 
University? 

___________________________________________________________________________

___________________________________________________________________________

_______________________________________________________________ 

 

4. Is there any activity that your college undertakes to promote gender equality?  
a/   Yes      b/ No            if yes mention some 

__________________________________________________________________________

__________________________________________________________________________ 
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5. Does your college have policy inclusion for women involvement in leadership?  
a/   Yes      b/ No 

 

If ‘yes’ why they are in short supply on top management?____________________________

__________________________________________________________________________

__________________________________________________________________________

______________________________________________________ 

6. Is there competent and qualified woman to lead your college?   
a/   Yes      b/ No 

 

7.  If there is competent and qualified woman in your college, is she exercising leadership?  
a/   Yes      b/ No 

If ‘no’ why?________________________________________________________________

__________________________________________________________________________

___________________________________________________________ 

8. Is the way your college nominate leaders for different posts fair to incorporate women? 
a/   Yes      b/ No 

 

9. Do you believe that our culture affected women not to actively participate in leadership?  
a/   Yes      b/ No 

 

 

10. Does your college encourage women to exercise power?   a/   Yes     b/ No 
If yes what special privilege does it offer?________________________________________

__________________________________________________________________________

__________________________________________________________________________

_______________________________________________________ 

 

11. Does social affair influence women participation in leadership? a/   Yes     b/ No 
If ‘yes’ in what way? Specify______________________________________________ 
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12. What activities your college undertake as a pipeline for future to increase women 
participation in decision making?_________________________________________________
__________________________________________________________________________ 
_______ 

 

13. Why women are still locked out of top management positions and denied for leadership 
positions in Addis Ababa University? 
___________________________________________________________________________
___________________________________________________________________________
_____________________ 

14. What are social factors constraints for women low involvement in leadership? 
________________________________________________________________________

________________________________________________________________________

_________________________________________________________ 

15. Why do some women still believe that decision making is not for women? Is it because 
women are afraid of succeeding in decision making and have not adequately 
applied themselves in this regard? 
___________________________________________________________________________
___________________________________________________________________________
_____________________ 

 

16. Do you think some followers (including women) still prefer incapable male to capable 
women in leadership in higher education institutions? 
___________________________________________________________________________
___________________________________________________________________________
______________________________________________________ 

 

17. What possible strategies can be used to enhance women’s participation in 
higher education institutions? 
____________________________________________________________________________
____________________________________________________________________________
_____________________________ 

 

 

18. What are the constraints for women to be outnumbered in higher education institution 
 on leadership positions?________________________________________________________
________ 
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19. What do you suggest as a solution to alleviate social burden of women and 

increase their participation in leadership position? 
__________________________________________________________________________

________________________________________________________________ 

 

20. Whose responsibility is to bring women to leadership? (you can choose more than one) 
a. Government       b.  Public institutions  
c. Private sectors     d.  NGOs    
e. Other, specify __________________________________________________ 

_______________________________________________________________________

_______________________________________________________________________

________________________________________________________ 
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Appendix  2 

 

Interview Questions  

1. What are the main factors that influence women's rise to leadership positions? 

2. Why are women underrepresented in top position in Addis Ababa University? 

3. Why women have less career for promotion relative to men?  

4. Do you believe that academically qualified women have good self advocacy for senior 

post? If not what is the reason behind? 

5. What do you recommend as a possible solution to increase women’s involvement in 

leadership in AAU? 
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