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ABSTRACT 

The purpose of this study is to describe and explain the main problems of female youth 
employment in public education sector. Moreover, it will attempt to explain as why female 
youth are unevenly distributed in various occupations of the sector and the potential areas of 
female youth employment in public education sector. Youth women in Gindeberet, Jeldu and 
Abuna Gindeberet districts have been suffer from a deficit of decent work opportunities. 
Employment opportunities for women particularly young women are very scarce, challenging 
and complex. In education sector there are more female youth secretaries and elementary 
schoolteachers than female manager and female secondary schoolteachers, their employment 
was affected by various factors and even employed young females face many problems at work 
place. The study tried to assess challenges and prospects of female youth employment in public 
education sector of the three districts. The researcher adopted both qualitative and 
quantitative research approaches; both probability and non probability sampling technique; 
both primary and secondary source of data for the study. The distribution of female youth in 
different occupations of public education sector was uneven in the three districts under study. 
Most of the sector's female workers are concentrated in primary school with certificate and 
diploma qualifications, while few of them are school director, secondary school teachers and 
none of them is in managerial position in the sector. Examination of women's participation in 
decision-making revealed an even worse situation. The constitution's affirmation in guarantee 
of access to and full participation in power structure and decision making have not even been 
taken up by policy commitment. Finding indicates that constitutional commitment of the 
government to grant affirmative action has not been transited into concrete action at any level. 
Low educational achievement of women, bias in recruitment and deep rooted perceptions 
regarding the work of females are common for imbalance across different positions of the 
sector. Young women come across with many challenges on the way of finding jobs and at 
work place. At recruitment stage bias in hiring and low altitudes towards female 's work is 
usual problems. Harassment and stereotype believes are major difficulties that young women 
face in work place. Employment opportunities for young women are shaped by different 
factors, factors influencing the supply and demand sides of the labor market and individual 
characteristics like educational achievement and personal networks. Government, the society 
and women themselves should work together to mitigate the constraints so as to enhance 
employability of young women. 
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CH APTER ONE: INTRODUCTION 

Under thi s chapter, background of the study , statements of th e problem, objective, 

significance, de limi tat ion, lim itation, definit ion o r te rms and organi zation or the stud y arc 

treated. 

J. I . Background of the Study 

Young wo men and men are the worl d's va luable asset for both the present and the future. 

In vestment in yo uth can result in benefits for indiv iduals, communities and society as a wholc. 

Providi ng prod uct ive wo rk for yo ung people has effects on econom y and society; it improves 

in vestment and consum er demand ; and it ensures stable societies across generati on and sha re 

wo rklJlace knowledge. However, in recent years increasing unemployment a ll ove r the world 

is reponed to have hit yo ung people hard. And even the emp loyed youths are reported to be 

engaged in unproduct ive works and in the inform al secto rs. The condi ti on fo r yo un g women 

has been found to be worse than yo un g men. Most young women are repo rtcd to be working 

for long hours on short term basis and in informal contracts with low paymcnt and lillic or no 

soc ial protection (ILO, 2005a). 

Development in vo lves improving standard of li ving which all ows fo r eq ual di strib ution or 

soc ial wea lth . Societies that di scriminate based on gender pay a significant price in te rms of 

lower quality of li fe and s lower economic growth and deve lopment. Development 

effectiveness can be improved by active participation of wo men and men in th e labor market. 

In spite or thi s, it is we ll documented that women have a disadvan taged posit ion and weak 

bargai ning power in the labor market. Labor segmentation wide ly fol lows gender lines. 

Women tend to have more limited access to wage employment wo rldwide. to be clustered in 

relative ly low income occupations, and ea rn less than men within s imilar occupa tio ns ( 1;_0. 

2007). 

Cultural con straints and attitudes tend to re inforce di scrim inat ion against womcn. The soc ial 

perception that their reproduct ive and domestic roles are thei r pri mary fu ncti on restricts their 

entry in to wage emp loyment. Preconcept ions or which jobs are suitable fo r women and 
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women's lower educational and skill levels limit the range of jobs made available to them. 

Women's domestic responsibilities interfere with their mobility and career progression in 

regular age work (Ibid). 

As stated in ILO, (2005c) document youth is the time of life full of promise, aspiration and 

energy. Between childhood and adulthood, youth is when men and women are most eager to 

strike out to secure their futures and to contribute to their families, communities and societies. 

The stage of life is crucial in determining young people's paths to achieving productive 

employment and decent work. 

Various communities and cultures in Ethiopia maintain different views and outlook about 

youth depending on the level of their social and economic development, cultural, institutional 

and political factors. Because of that, there is no single definition for the word. 

"Youth" as stated in Federal democratic republic of Ethiopian Ministry of youth, sport and 

culture ( 2004) document, Some countries (e.g. Uganda ,Nigeria and India) define the word 

'youth' as young persons whose age bracket ranges between the end of childhood and the 

beginning of adulthood. Others (e.g. Greece, Netherland and Norway) refer to young people as 

"youth" when they start to engage themselves in activities that are considered by the 

community to be expressions of adulthood. On the other hand, there are those who, by 

associating "youth" with the biological growth consider the attaining of physical development 

and maturity and the undergoing physical and psychological changes as manifestations of 

youthful age (Ibid). Among these definitions, the one that is based on age has been found most 

suitable for research and policy purposes. 

As stated in Ethiopian youth policy, which was endorsed at 100th FDRE Council of Ministers 

regular meeting that was held on Marchl12/2004, goverrunental organizations, non­

governmental organizations (NGOs) and civil associations in Ethiopia and other countries 

adopt and use various age ranges for the concept "youth" from the standpoint of the purpose 

which they stand for and the activities they undertake (Ministry of Youth, Sport and Culture, 

MOYSC, 2004). The united nation (UN, 1985) defines youth as persons between 15 to 24 
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years. For World Health Organization (WHO, 2001), 10 to 19 is the age bracket used to 

designate youth. On the other hand, according to the Ethiopian social security and 

development policy, young people between IS and 24 years of age are referred to as youth. 

Taking the age ranges indicated in various documents into consideration, the Ethiopian youth 

policy defines youth as part of the society whose age ranges from IS to 29 years. Since the 

purpose of this study is about youth employment the definition used for the purpose is youth 

working in PES whose age range from 18 to 29 age bracket. 

As shown in ILO statistics (2006), one billion young people are expected to reach working age 

within the next decade. In 2005, over 85 million youth which is IS million more than in 1995 

were unemployed accounting for almost half of all unemployed people globally. Another 300 

million had jobs but lived in poverty not earning enough to support themselves and their 

families above US $2 a day. Furthermore, still another 20 million are neither in the labor force 

nor studying: they stopped their studies searching for a job because they had lost hope of 

finding one. All in all, nearly 400 million youth around the world or one in three of all aged IS 

- 24 suffer from a deficit of decent work opportunities (lLO, 2007). This implies that 

providing them with the opportunity to secure productive employment and decent work is a 

societal, national and global challenge. 

The challenge of youth employment is especially large in Africa. According to the ILO (2007) 

figures the Sub-Saharan African (SSA) region has the highest rate of youth unemployment 

(18.4%) after the middle east and north Africa (21 .3%).1n the region, young people aged 15-24 

for 36% of the working age population (Guarcello et.al, 2007). This will have a considerable 

effect on human capital as well as on the region's economic potentials. 

According to ILO (2007) Ethiopia is home to the largest youth population in SSA. Lack of 

employment opportunities for young people is among the critical development challenges 

facing the country and a key barrier to the national effects towards the Millennium 

Development Goals (MDGs). Worse, as indicated in the world development indicator (2004), 

only about 40% of Ethiopian children complete primary education and just 13% are enrolled in 
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secondary education, meaning that most young people entering the labor market bring with 

them very low level of human capital. 

1.2. Statement ofthe Problem 

Youth issues have recently gained worldwide attention, as the United Nations has set 

improvement in youth employment situation as one of the targets of the MDGs. To that effect, 

the Ministry of Youth, Sport and Culture (MOYSC) of Ethiopia deals with increase youth 

participation in and benefit from both the formal and informal employment opportunities. 

Despite this effort, the youth population of Ethiopia faces higher level of unemployment than 

the adults. The national labor force survey conducted in 2005 indicates that 1,479,443 persons 

in the age range of 15 - 64 were unemployed. Out of this, 986,595 (66.7%) were youth. The 

number of female unemployed youth was 76% (CSA, 2006). The fact that the majority of 

unemployed youth constitute females indicates the magnitude to which young women are 

victims ofthe problem. 

I According to the Federal democratic republic of Ethiopian central statistics Agency (CSA, 

2009) in May 2009 survey period, unemployment rate by age group is found to be higher for 

the younger groups aged 15-24 years. In this age group, younger females were reported to be 

more affected by the incidence of unemployment than their male counterparts. 

When we examine the condition of west shoa zone, which is the target study of the present 

study, the issue is equally pressing. Employment opportunities for women, particularly for 

young women, are very scarce in the zone. According to the west shoa education office report, 

in 2009/10, the number of youth female workers in public education sector is only 2,710 which 

are 31 % of the current employees in the sector. The condition for young women is more 

difficult than adult women. In education sector, there are more female youth secretaries and 

elementary school teachers than manager and secondary school teachers. Women are still 

engaged in traditional "feminine activities" that have limited career growth opportunities. 
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Motivated by this visible gender gap in employment opportunities and profile, I have selected 

three weredas from west shoa zone where the problem of female youth employment condition 

is difficult. The woredas selected for the study are: Gindeberet, leldu and Abuna Gindeberet. 

Previously there was not any research conducted on the issue of youth female employment 

challenges in these districts ( weredas). With that in mind, this study tries to assess the 

challenges and prospects of female youth employment in public education sector of the 

selected districts. 

1.3. Objective of the Study 

The objective of the study can be categorized in to general objective and specific objectives; 

1.3.1. General Objective 

The overall objective of the study is to identify the major challenges that youth females face on 

employment in public education sector of the three districts (weradas). 

1.3.2. Specific Objective 

• To detennine major areas of female youth employment potentials in public education 

sector of the three districts (weradas) 

• To identify problems encounter during female youth employment in public education 

sector. 

• To examine the key factors that affect young women's employment participation in the 

sector. 

• To put forward feasible solutions for the improvement of females engagement 111 

higher quality jobs in the sector. 

1.4. Research Question 

1. Why are female youth disproportionately placed in various level of occupation of public 

education sector? 
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2. What are the key factors affecting female youth employment in public education sector? 

3. What are the problems female youth workers face in the sector? 

4. Is there any significant difference in the opinion of young female and adult female on 

challenges of youth female employment in PES? 

1.5. Scope of the Study 

The study was delimited to female youth employment challenges and prospects in public 

education sector of west shoa zone in three disricts: Gindeberet, Abuna Gindeberet and Jeldu 

districts (woredas). Issues covered in this study include employment challenges, opportunities, 

factors affecting female youth employment and causes for uneven distribution of female 

youths among various occupations of public education sector. 

1.6. Limitation of the Study 

Inadequacy of organized secondary data in west shoa zone and districts (wareda) education 

offices has been found to be the major limitation of this study. Because of that it has not been 

able to fully supplement the primary data with secondary data. 

1. 7. Significance of the Study 

The results of this study are believed to have the following significance: 

I. 7.1. It contributes to understand factors affect female youth employment in public education 

sector, their absence in the higher positions of the sector and bring relevant information in puts 

for designing and planning viable intervention measures for mitigating the problems. 

I. 7 .2. It is hoped to provide some data basis for experts and practitioners interested to know 

the magnitude of the problem and possibly attempt to give some remedies. 

1.7.3. The findings may also generate interest or serve as a stepping stone for those other 

researchers interested in conducting related studies. 
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1.8. Definition of Key Terms 

Region: Represents the second tier of government in the administrative structure of the 

Federal Democratic Republic of Ethiopia. 

Wereda: An administrative unit formerly the district further divided into kebele. 

Zone: The third tier government in the administrative structure of the Federal Democratic 

Republic of Ethiopia. 

Public Education Sector: A school administered by government or government agency. 

Adult Female: Females whose age range from 30 and above. 

Youth female: Females whose age range from 18 to 29 years. 

1.9. Organization ofthe Study 

The study has got five chapters. The first chapter deals with the back ground of the study, 

statements of the problem, objective, significance, limitation and delimitation of the study 

while chapter two treats review of the related literature. Chapter three covers methodology and 

procedure of the study. Finally, chapter four and five deal with presentation, analysis and 

summary, conclusion and recommendation respectively. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1. Definitions and Conceptual Framework 

This section deals with concepts and definitions related to employment from different 

perspective. It also attempts to provide definitions to the two key terms used in this study: 

unemployment as well as youth unemployment. 

2.1.1. Employment: Different literatures treat the concept of employment differently. For Sen 

(1999), 

The concept of employment ... has to be related to some notion of the 'value' of the 

work. And the 'value' would vary depending on the persons from whose point of view 

the work is evaluated. For instance, beggars are producing income for themselves but 

they are not offering commodities and services to the society. Whether such people are 

to be regarded as employed or not depends on the person whose valuation of the work 

is to be used (p. 4). 

International labor organization (2008) defines employment as a measurement of a total 

number of employed persons while employed persons are persons who have performed some 

work for at least one hour during the specific reference period for wage or salary paid 

employment or for profit or family gain (self-employment). A person is also considered 

employed if he/she has a job but was temporarily not at work during the specific reference 

period. 

2.1.2. Unemployment: Of the various definitions given in the literature the definition used for 

this study is the one adopted by [LO (2008). Like that of employment, [LO (2008) defines 

unemployment as a measure of total number of unemployed persons. According to [LO 

conventions, this means, during the reference period being "without work", i.e. not in a paid 

employment or self employment and "currently available for work" and "seeking work". 
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2.1.3.Youth unemployment According to World Bank (2007), the term ' youth 

unemployment' represents the total unemployed young people aged 15-24 years as a 

percentage of the total labor force, where the total force comprises the unemployed and the 

employed. But since this study adopts Ethiopian youth policy definition of youth, youth 

unemployment represents those unemployed young people aged 18-29 years. 

2.2. Youth and Youth Employment Conditions 

Young people are the forefront of social, economic and political developments, and are agents 

of change and innovation (ILO, 2004). The world of work provides the environment through 

which youth actively participate in society and contributes their talents and vision for the 

future and develop a sense of commitment and belonging. If allowed to do so, young people 

can make contributions to the wellbeing of the society they live in as well as their economy. 

Gubert, et.al (2007) describes the youth employment condition in different environments as 

follows: 

Young people are confronted with many difficulties when it comes to their integration 

in the labor market and their search for decent and productive jobs. This is a hot issue 

of both developed and developing countries. In spite of this common feature, existing 

empirical evidence and research shows the nature of the problem is quite different in 

these two groups of countries. While in developed countries the youth, difficulties to 

get jobs are related to lack of minimum professional skills required in the context of 

sophisticated production environments, in the case of developing countries, the 

problem is generally found to rise with education (p. 15). 

This implies youth in developing countries are victim of the problem due to lack of education. 

On the other hand, ILO (2004), described that in countries where there are no unemployment 

benefits or other social provisions for unemployed young people, it is mainly the youth people 

from higher income families who can afford to be unemployed and to search for a suitable or 

preferred job while benefiting from family support. Conversely, most unqualified young 
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people and those from poor families cannot afford to be unemployed and they end up in the 

informal sector where productivity and revenues are low. 

2.3. Factors Affecting Youth Employment 

Young people face labor market obstacles. Some of the obstacles relate to high unemployment 

while other are linked with low quality of employment. The opportunities for young people to 

obtain a decent job are influenced by factors such as aggregate demand, demographic trends, 

labor market regulations, education and training outcomes, work experience, entrepreneurship 

options, representation and voice, and the aspirations of youth people themselves (lLO, 2004). 

ILO (200Sa) sums up factors linked with unemployment as follows: 

The factors that affect youth employment can be seen along three dimensions: those 

which influence job creation, which encompasses aggregate demand and economic 

growth; those which impact on working conditions such as legislation, regulations and 

the business cycle; and those which address employability, including education and 

training, work experience and labor market services as well as the capacity of 

international structures to integrate youth into the growth process (p. 8). 

And in the sub-sections below, it is attempted to discuss these factors in more detail. 

2.3.1. Aggregate Demand and Economic Growth 

Inadequate aggregate demand is a major obstacle to obtain a job for young women. The lower 

the aggregate demand, leads to the lower the demand for labor forces . Regarding this, [LO, 

2000 (cited in ILO, 200Sc) provides specific examples: 

In the organization for economic co-operation and development (OECD) countries ... 

unemployment was relatively high during the 1980s and the 1990s and the demand for 

young workers was highly sensitive to overall economic conditions. As new entrants to 

the labor market, young workers lack the specific training or seniority that butters older 
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workers from swings in market conditions. Their employment is highly dependent on 

the state of economy (p.9). 

The problem in developing countries relates to lack of: sufficient growth rate in GDP and 

enough employment and income-generating opportunities to attract the mass of their labor 

force. Slow growth of the formal economy is particularly responsible for the high rate of youth 

unemployment, especially among youth with higher educational qualification, in developing 

countries (Ibid). The situation is even worse in sub Saharan Africa. During the 1980s and 

1990s in particular reform measures failed to raise asset and economic development. 

2.3.2. Impact of the Business Cycle 

According to ILO (2005a), employment growth can be reduced due to slow economic growth 

and structural change. Employers, facing difficult market conditions for their products and 

services are likely to reduce hiring and then dismiss the least experienced first. In other words, 

young job seekers or recent hires are excessively affected by the business cycle in a 

recessionary period; they are the ones who are either unable to find job or the first to be laid 

off when businesses reduce or stop. 

There are examples of how governments and nongovernmental agencies can help young 

people overcome capital limitations. Useful policy tools may be developed on the basis of 

these experiences (Ibid). 

2.4. Employability Issues 

Macroeconomic policies, regulations and the promotion of entrepreneurship and enterprise 

development are important tools to realize the full potential of economic growth and for 

creating pathways to decent work for youth. Regarding youth unemployment ILO (2005a) 

state that: "Even with high rates of economic growth and employment expansion, high rates of 

youth unemployment may persist." (p. 10) 
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If youth do not have the capacity to benefit from economic growth and expansion of job 

opportunities because of educational or training deficits, lack of work experience, weak labor 

market information and/or services or face discrimination inhibiting their integration in to the 

labor market may be the resultant effect would be youth unemployment. "Even with high rates 

of economic growth and employment expansion," notes .ILO, "high rates of youth 

unemployment may persist" (p. 10). 

According to ILO (2005a), these barriers can be partially overcome through: Active labor 

market policies encompass skill development, work experience and efforts to match demand 

and supply. Regulations that tackle discrimination in accessing the labor market are salient in 

addressing employability issues. 

According to World Bank (2005) in many countries, macroeconomic policy plays a central 

role in realizing growth and job creation. However, developing countries are in a low- level 

stabilization trap that constrains the role of macro-policy in motivating demand. In addition 

they have not been able to spark the rate of investment required for reviving sustainable 

economic growth. And yet, an essential precondition for sustained labor demand is 

enhancement of the levels of investment. 

Apart from lack of growth, the other serious problems are the stability of growth that could be 

achieved, strong commitment to growth and employment objective. It is therefore very 

important to look at macro-policy options that exist for the purpose of enhancing the levels of 

investment and promoting higher and more stable roles of economic activities. 

It has been also stated in ILO (2005a) that "Employment intensity of growth is particularly 

important for developing cow1tries. While growth is necessary condition, it is not sufficient; it 

is essential to ensure an economic policy environment that result in economic growth being 

employment intensive" (p. 11). 

Again, microeconomic policies can playa role in producing such outcomes by promoting the 

growth of sectors and economic activities that are employment generating by their very nature. 
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Business and enterprises, friendly macroeconomic policies and regulatory environment are 

also helpful in ensuring that growth does not become jobless (Ibid). 

2.4.1. Regulatory Environment 

As discussed in World Bank (2005), labor market regulations are a key element of policies 

aimed at promoting efficiency and equity in the allocation of income and assets. Appropriate 

national legislation based on international labor standards and good governance of the labor 

market is central in creating governance of the labor market for economic growth in the 

context of social goals. Laws and regulations conducive to the expansion of the economic and 

those dealing with equity issues form an essential backdrop for job creation for young people, 

and either foster or hinder the growth of productive jobs, whether full time or part time, 

temporary or permanent, in which youth enjoy and exercise their rights at work. They also 

foster or hinder the establishment of enterprises by young entrepreneurs starting out. The 

challenge facing governments is to provide opportunities and incentives for the expansion of 

productive investment and the creation of jobs, while ensuring the protection of workers' right 

World Bank (2005). Harmonizing these issues is not an easy task for government and policy 

makers. 

2.4.2. Entrepreneurship and Enterprise Creation 

According to ILO (2005c), promoting entrepreneurship is a means to enhancing youth 

employment and alleviating the vicious cycle of poverty and social segregation. It is also 

associated with more flexible hours of work, greater independence, higher income potential, 

and job satisfaction. However, young people tend to be less active in entrepreneurship than 

adults, and teenagers are less active than young adults ILO (2004). Government need to 

encourage a broad and dynamic concept of entrepreneurship to stimulate both individual 

initiative and broader initiatives in a wide range of organizations which include, but go 

beyond, the private sector: small and large enterprises, cooperatives, and the public sector, 

workers' and youth organizations. 
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2.4.3. Enhancing Employability 

According to ILO (2005b) formal education and vocational training, labor market information, 

service and work experience are familiar factors in raising employability for effective 

inclusion in the labor market. Given below is a brief description of these factors. 

2.4.3.1. Education and Training 

Many young people, particularly those in developing countries face difficulties in finding a job 

because of mismatch between educational outcomes and labor market requirements (ILO, 

2004). In addition to the lack of educational qualifications and relevant technical skills, many 

young people are disadvantaged in terms of core skills required in current labor market 

including team work, problem solving and skills that facilitate the attainment and application 

of new information (learning skills) skills essential for both wage and self employment (Ibid) . 

2.4.3.2 .Work Experience 

As cle<il-ly stated in ILO (2004), young jobseekers lack work experience to enter the labor 

market. The gap of mixing first time jobseekers into the labor market varies greatly by age, 

gender, social class, family background, educational achievement, and other dimensions of , 
disadvantage. In addition, another ILO document (2005a) outlines a number of factors that are 

related to lack of job experience as possible causes for not obtaining jobs. These include lack 

of experience in: Summer jobs, internship, apprenticeships, voluntary work or paid work. 

Linked with that are absence of vocational guidance and counseling and poor placement 

mechanisms. Reporting on the negative oflack of experience, the document further records, 

Lack of recent work experience may be at the root of other problems. It can mean that 

skills and relevant experience become out of date. It can also result in a growing lack 

of confidence. The evidence is also that employers, given the choice, prefer to recruit 

people who are already employed or have only been out of work for a short period of 

time, seeing this as a safer option. Lack of recent work experience can thus be a serious 

barrier to find work one that worsens the longer a person is out of work (p. 20). 
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2.4.3.3 .Labor Market Information and Services 

Young people frequently lack adequate information, guidance and counseling about labor 

market opportunities. Targeted career advice and guidance is believed helps young people to 

overcome their limited experience and lack of information's. Skilled guidance counselors with 

access to up to date information on labor market opportunities can be effective in enhancing 

the quantity and quality of job matches and reduce the duration of unemployment (Watts et.al, 

2003). Employment services play important role in ensuring the comprehensive information 

and the broadest possible assistance and guidance available for young persons, including those 

belonging to disadvantaged groups. 

2.4.4. Representation and Voice 

Today young people are often not represented in trade unions or employers ' associations, and 

do not belong to political parties. As indicated in ILO (2004) document one reason for the 

decline in youth membership in labor, business and political groups is that traditional forms of 

association have become less interesting to the youth. As a result, decision makers give little 

attention for young people's needs and aspirations. 

2.5. Gender and Employment 

Merga (1999) argues that now days the need for women 's participation in socio-economic and 

political life of nations seems to receive special attention. This is not without reason. The deep 

rooted traditions both at the family and community levels almost exclude women from the 

power of decision making. 

Rl10die (1989) as cited in Merga indicated that women made poor participation in public life 

and the weakest. Still in most societies women are in inferior position to men. Gender issue is 

thus strongly discussed to change this state of affair. While there are some aspects of poverty 

and exploitation, which are shared by women and men, many aspects are different. According 

to Porter et.al (1999), women life is lower than men's. Women are exposed to social and 
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cultural bias on the ground of their sex. This affects every aspect of their life including 

development. 

Sweetman (1996) argues that women in employment are concentrated in low skilled jobs 

characterized by poor pay and conditions in comparison with men. Meanwhile, women 

continue to be overrepresented in the "informal sector" and their occupations tend to be these, 

which are most be uncertain, lack resources, and offer the lowest payment. 

Sweetman (1996) further contends that there is little opportunity for women workers to 

upgrade their skills or get new skills, which could lead to alternative employment. This is 

because that most women are engaged in areas where little or no training is given due to the 

unstable nature of their jobs. 

In its review of the progress made in the last ten years, Economic Commission for Africa 

(ECA,1994) reveals that the road to equality in education, employment, decision making, 

control over reproductive and productive functions, peace and security remain as distant as 

ever. Women continue to be marginalized in all spheres of life. Despite their numerical 

strength, which is almost half the population, they do not feature significantly in politics, 

economic and social area. 

The Ethiopian National Office of Population (1999) stated that the empowerment and 

autonomy of women and the improvement of their political, social and economic and health 

status is essential for the achievement of sustainable development. 

But studies by ILO reveal that in many parts of the world, women are facing threats to their 

lives, health and wellbeing as a result of being overburdened with work and due to their lack of 

power and influence. The problem is repOlied to be more serious in developing countries like 

Ethiopia. 
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2.6 . Theories of Occupational Segregation 

According to Richard (1997), theories explaining the existence of occupational segregation by 

sex can be classified in to three categories: neo-classical and human capital theories; 

institutional and labor market segmentation: and non-economic and feminist (gender) theories. 

2.6.1. The Neo-Classical IHuman Capital Theories 

On the labor supply side, neo-classicallhuman capital theories stress the lower level of human 

capital in terms of both of what women bring to the labor market as well as what they acquire 

after joining the labor market. This can be explained by less education and less relevant study 

and less experience than men owing to intermittent or truncated labor market participation 

because of marriage andlor household or child care responsibilities respectively. Shortly, 

according to these theories, women receive lower pay than men because of their lower 

productivity . 

2.6.2. Institutional and Labor Market Segmentation Theories 

Institutional and labor market segmentation theories also rely on well established economic 

thoughts and neo-classicallogic. Their starting point is the assumption that institutions such as 

unions and enterprises play an important role in determining who is hired, fired, and promoted, 

and how much they are paid. Institutional theories also begin with the assumption that labor 

markets are segmented in certain ways and each labor market segment may function according 

to neo-classical theory. Labor market segmentation theories are very useful for understanding 

sex inequality in the labor market, since they stress the existence of segregated labor markets 

and occupation. However, they do not explain why occupations are segmented by sex. 

2.6.3. Feminist or Gender Theories 

Feminist or gender theories are mainly concerned with non-labor market variables, which 

economists take as given. A basic premise of gender theories is that women's disadvantage 

position in the labor market is caused by, and is a reflection of, patriarchy and women's 
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subordinate position in the society and the family. Generally, the theory makes valuable 

contributions to explaining occupational segregation by sex by showing how closely the 

characteristics of "female occupation" mirror the common stereotypes of women and their 

supposed abilities . 

2.7. Female Labor Force Participation 

In earlier times, development was associated with the rate of economic growth. Nowadays, 

development incorporates additional indicators such as: better health service, educational 

opportunities, level ofliteracy, access to various social and public service, freedom of speech, 

greater participation in public life, and intergenerational equity. Men and women can only 

have equal chances for achieving the same standard ofliving if they have the same distribution 

of opportunities and outcomes throughout their life (FJober, 1985). Moreover specifically, 

economic equality will exist only when employment opportunities and outcomes, earnings and 

returns to labor are equal by gender. 

However, according to ILO (2003) which is cited in ILO (2005b) 

The progress of women in the labor market depends on the possibility of their finding 

an occupation which at least meets minimum quality standards and is in the formal 

sector of the economy, on levels of remuneration rising, on the reduction of 

occupational segregation by sex, on access to better and more diversified training and 

on extended coverage of social protection scheme. (p. 370) 

Besides, female palticipation in labor market provides women with access to income and 

effective mechanism of socio-economic empowerment (Ibid). 

The demand for female labor force is partially determined by the quality and levels of 

women's skills and education as well as by the difference between men and women in terms 

of those qualifications. Other factors such as a country's overall economic and its social 

regarding gender roles also play an important role in the level of demand. A report ILO 

(2005b) shows that the employment level and earnings of workers are influenced by the 
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quality of labor and by the market equilibrium between the supply and demand for labor in 

various sectors and in economy. 

According to a study ofILO in 1993, women's low participation rate in the labor force can be 

explained by several factors: the law absorptive capacity for employment for both sexes; the 

tendency to prefer women because of their dual roles as producers and reproducers; and the 

unfavorable cultural and social attitudes towards working women. 

Furthermore, 1LO (2004) stated that activity rate young males have consistently been much 

higher than that of young females. Similarly, Hareg Consult PLC (2005) described that the 

women's employment in industries and civil service is lower than men. Their low participation 

in manufacturing is attributed to low level education and training, lack of contact and exposure 

to the business world, shortage of capital and problems related to ownership right. This 

difference stems from the difference opportunities societies provide to men and women from 

cultural conceptions of the role of the two genders in society. Part of it results from the fact 

that household activities and certain forms of production for personal or household use are not 

taken in to account in the measurement of economic activity. 

2.8. Country Experiences of Youth and Female Employment 

This section aimed at reviewing different countries experiences and best practice in order to 

acquire important knowledge from them. Generally, in this section, I will try to show how 

women are represented in various position in civil service; how patinership is important to 

create employment opportunities for women and men; how interventions improve the working 

situation of women; and how vocational training enhance gender equality. 

2.8.1. Women's Representation in the Civil Service of Mali's Modern Sector 

Analyzing data from the survey of modern sector and their works, Doumbia et.al (2003) cited 

in 1LO (2003) find no significant pay differences between men and women at any given skill 

level. But women tend to be concentrated in intermediates level jobs; not only do they have 
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greater difficulty finding modern sector employment in the first place but few of these who 

succeed make it to senior positions. 

The table below stated in ILO (2003) shows that the distribution of Mali's civil servants by sex 

and by major category. Category A is equivalent to senior executives (masters degree or higher 

attainment); category B to junior executive (B2 requires post-secondary technical degree; and 

B I, a diploma in a teclmical discipline or equivalent qualification); category C is equivalent 

skilled worker (vocational training certificate); and category D consists of civil servants 

without any qualification. Women account for quarter of Mali's civil servants - a higher 

proportion than one observed in the modern private sector. 

A possible explanation is that the competitive examination procedure helps women to 

overcome obstacles to their recruitment. As stated in ILO (2003), 

The fact that many civil services jobs are based in urban areas particularly Bamako 

may also be a factor contributing to higher levels of female employment. A third factor 

may be that women encounter fewer cultural barriers in the public sector than in the 

private sector. (p.3II) 

Table 1 Distribution of Civil servants by sex and major hierarchical category in Mali's 

as at January 2001. 

Category Women Men Total % of women 

A 775 6808 7583 10.2 

B1 1664 2625 4289 38 .8 

B2 3510 12390 15900 22.1 

Total B 5174 15015 20189 25.6 

C 2215 3901 6116 36.2 

D 6 1 1 17 35 

Total 8170 25735 33905 24.1 

Source: Saliha Doumbia and Dominique Meurs (2003) 
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According to Doumbia et.al, the imbalances in the female Imale staffing levels results from 

women' s lower entry level education attainment (there are potentially fewer applicants for 

category A posts), from obstacles of internal promotion, or from a combination of these two 

factors. They conclude that the resulting occupational segregation calls for pro-active 

government policy to increase women's labor force participation in the modern sector coupled 

with a focus on the societal factors that hamper women's access to wage employment 

generally. 

What we notice from the practice in Mali is that women's weak labor force participation in 

modern sector accounts for very low percent of the sector' s wage employment and 

concentration of female employment at intermediate skill level. This is due to women's lower 

entry level of educational attainment. 

2.8.2. Matching Talents and Creating Opportunities the Case of Colombia 

This practice shows how partnership between the public and private sectors and civil society 

creates employment opportunities for poor women and men. As stated in ILO (2005b), talents 

and opportunities is a kind of project which is income generating in Bogota. Its overall 

objective is to develop the employment skills of Bogota's poorest and most disadvantaged 

groups. It puts a specific emphasis on enhancing women's access to the labor market and 

income generating opportunities by promoting social partnership between the public and 

private sectors. According to ILO, generating of employment opportunities can be achieved 

through three different avenues: giving training; linking beneficiaries with income generating 

association such as cooperatives; and finding jobs in enterprises for beneficiaries, by doing so 

men and women have benefited from job. 

2.8.3. Promoting Gender Equality in Kenya 

According to ILO (2005a) the Federation of Kenya Employers (FKE) was established in 1959 

as employers association registered under the trade unions. The vision of the FKE is to be the 

most representative employer's body advocating the interests of all employers in Kenya. In 

comparison with the situation in many African countries, Kenya benefits from relative political 
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stability and is undoubtedly one of the countries in the region that has gone the furthest in 

addressing women's rights. In the labor market, women make up almost 75% of the 

agricultural workforce and have in recent years become more active in small business. The 

situation in the civil service is no better. Women account fewer than 25% of the high level 

posts and have to overcome many stereotypical barriers to obtain administrative, managerial, 

professional and technical positions. Most disturbingly, their promotion is slower than that of 

male counter parts. Even when they are the best people for the job when workers are laid off, 

for whatever, reasons women are most seriously affected because of their concentration at the 

lower levels (Ibid). 

The FKE, in the same way as its members, is an affirmative employer and therefore, views 

work place gender inequalities with much concern. It is on this basis the federation wishes to 

associate itself with the initiative of the Kenyan human right commission (KHRC) that 

publishes work place gender policy. It proposes the federation and its member organizations 

should adopt the KHRC gender policy as an invaluable guideline to improve their gender 

image. The federation also takes the position that, together with its member organizations, it 

should craft specific gender-friendly actions in its administration and programs, especially in 

the following key areas; Advocacy, Management responsibility ,Staffing procedures and 

recruitment, Medical coverage and maternity protection, Career development and training, 

Work place abuse and sexual harassment 

2.9. Public Sector Employment Condition in Ethiopia 

According to a study conducted in 1998, the total number of civil servants in Ethiopia is 

around 303,590 of which 72% are men and 28% are women. Out of the 28% women civil 

servants, 92.8% are working in the lower level especially in services (Mahtsente, 1998). The 

sub professional category of the official statistics indicates that in 1994/95, 4,091 men and 

1,702 women were hired as permanent employees. In 1996/97, the number of women 

administrators in the regional states of Ethiopia seems be decreasing. In 1994/95, there were 

197 men and 34 women administrators but by 1996/97 the number of administrators hired 

declined to 108 male and II female. 
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The study of Mahtsente (\ 998), available statistics and day to day observations indicate that 

the professional, sub-professional, administrative, managerial, highly paid, better working 

condition jobs are dominated by males, while the high percent of hired women are working in 

lower with the lowest pay. 

2.9.1. Women and Employment 

Ethiopian has ratified international conventions that ensure non-discrimination in employment 

opportunities and equal payment for work of equal value. ILO convention III which was 

ratified in 1960, promotes equality of opportunity in employment. Convention 100 stipulates 

equal remuneration for work of equal value. The Ethiopian constitution also stipulates that 

women shall have a right to equality in employment, promotion and pay (FORE, 1995). 

In spite of this, a serious gender gap is observed in women's employment in the formal sector. 

The number of female permanent employees for both the federal government and the regions 

was 118,586 (32.2%) and for men 252,113(67.8%) (ECSC, 2002) as cited in Hareg Consult 

PLC (2005). In addition the few employed women are highly concentrated in routine type and 

low paying clerical and fiscal jobs (60%), custodial and Manual (42%).(Federal Civil Service 

Commission FCSC, 2004) as cited in Hareg Consult PLC (2005) described women's poor 

employment situation as follows: 

Only 23.3% of administrative and 10.2% of the positions in professional and science 

posts were held by women. The high concentration of women in non-professional and 

low paying jobs is related to the level of their educational attainment and training, 

traditional attitudes limiting women's aspiration; lack of role models who are in 

relationship position, and limited access to information (P. 13). 

Women are involved in the informal sector in large numbers both as employees and self­

employed. As self-employed, they face many problems including low income both in 

establishing and sustaining their business. According to a survey made by Ethiopian statistics 

agency (2003), out of the 997,380 individuals engaged in the informal sector, 60% were 

female. Of these, many are engaged in small businesses that require small capital, not 
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demanding complicated management and bookkeeping skill (CSA, 2003). Similar findings are 

echoed in a sudy by Hareg Consult PLC (2005): 

Women are absent from key leadership position and there is lack of interest in 

women's issue and real commitment among men in leadership. This was noted as a 

major problem. Lack of education and harmful traditional practices like early marriage, 

abduction, were mentioned as factors affecting women's economic situation. Many 

women are illiterate and lack accountancy skill and have difficulties in running their 

small enterprise. Women lack the type of confidence required to engage in new types 

of ventures and some are not willing to go to new and distant locations for economic 

activities. (p.l5) 

2.9.2. Gender Perspective Review of Programs and Sub Programs 

Some official reports indicate the Ethiopian government's commitment to some level of 

affirmative action (MoE 2002) According to these documents it is observed that the 

government is giving priority to women in education and training to build their capacity for 

civil service posts. Though this a positive move, it should still be noted that of using 'merit' 

than ' quota' as an eligibility criterion to enter the civil service is not gender sensitive. So the 

policy needs to be re-examined from a gender perspective and the Ethiopian constitution. By 

implementing quota system to promote women's engagement in high profile civil service 

positions it is possible to maintain positive discrimination at least in the event when women 

score the same as men during recruitment (Hareg Consult PLC, 2005). 

2.9.3. Women in Position of Power and Decision Making 

According the report by EW AO (2005) , the following have been observed with regard to the 

current status of women in the political and public decision making positions: There is no 

indication about the existence of a well considered policy, program or action to increase the 

number of women at decision-making and leadership positions; the constitutional 

commitment of the government to grant affirmative action has not been translated into 

concrete action at all levels; the number of elected women representatives is still low; morc 
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and more women are engaged informal employment, but are underrepresented in middle and 

higher management position; the number of women leaders and decision makers at the various 

level of the decentralized government structure is still very low and the election law and 

electrical process is not gender friendly 

2.9.4. Profile of Women's Employment in Education Sector 

Education is one of the sectors where relatively large numbers of women are employed. As 

stated in ILO (2000), teaching is one of the professions where women have traditionally been 

employed, but are nevertheless concentrated in more junior potions. In line with that trend, 

female teachers in Ethiopia constitute 27% of primary, 11 .8% of junior secondary and 8.5% of 

the senior secondary teaching force and the size of women's employment decreases as the 

level of required skill and level of education increases (MOE, 200 I). As reported in Mulu 

(2003), women are mostly assigned to elementary schools firstly because it is a job considered 

to be "appropriate" for women due to their roles as a mothers child careers, and because of 

regular pattern of confining women to low paying jobs. 

2.9.5. Constraints to Women's and Girl's Education 

In this last section of the literature, it is attempted to review possible reasons responsible for 

gender gap at all levels of education. The as argued by Hareg Consult PLC (2005), there are a 

number offactors that have contributed to this gap and they are discussed below 

2.9.5.1. Socio-Cultural and Economic Problems 

Economic Problems: Problems associated with economic problems include: poverty, seasonal 

migration, (particularly common in pastoralist areas), lack of water and food, (especially in 

Afar, Dire and Tole woredas in Oromiyaa) high dropout rate during chat and coffee harvesting 

in cash crop areas like SNNPR. 
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Socio-cultural problems: problems related with socio-culture include: HIV / AIDS and its 

repercussions, harassment and violence including rape; bearing large number of children, the 

public's unawareness of the importance of girls' education, flourishing drinking houses in the 

cities that serve chat and shisha; early marriage; abduction; the attitude that an educated 

woman would be spoiled and refuse to marry her uncle's son, and marriage to elderly men 

specially specified in (Afar). 

Family: overburdened with household chores; parents preference to educate their boys; lack of 

follow up from parents are problems related to family in Ethiopia. 

School: School related problems include: lack of convenient learning environment, for 

example unavailability of separate toilet and water; assigning students to distant schools from 

secondary education and lack of transport in Addis Ababa; lack of support from teachers; 

sexual harassment by teachers with consequential dismissal or failure for non-compliance to 

the demands; school distance because of unavailability of schools in the villages; lack of 

female role models. 

PersonaVindividual: shyness and feeling of discomfort to participate equally with men that 

arise from culture and upbringing (example delivering speech in front of people). 

Constraints described in Hareg consult Pic (2005) could also be categorized into four: 

economic related, family related, school related, and culture related. These factors corroborate 

the ones that were identified in the consultations and interviews held with relevant individuals 

by Hareg Consult PIc as indicated in its findings. 

The economic problems relate to partners' inability to send their children to school and drop­

out problems as a result of lack of finance. The problem is especially serious in rural areas. 

Quite a number of girls drop out when they reach high schools. That happens because high 

schools are not available in the villages and parents cmmot afford the cost of rent, food, and 

school supplies to send all their children to town. This forces parents to make a choice between 

sending sons or daughters, and for many reasons including socio-cultural outlook, they prefer 

to send their sons (Emebet, 2004). 
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Under family related problems, heavy workload on girls in the house interferes with their 

education. Other social problems are expressed in overprotection of girls as manifested by 

unwillingness of most parents to allow their daughters to stay in the library or study with 

friends and in general lack of understanding and support on the part of families (Ibid). 

2.9.5.2. Lack of Role Models 

Availability of role models and mentors is one of the factors that promote girls' education 

(Emebet, 2004). In this respect, the availability of female teachers at various levels and 

especially in administrative positions is very critical; this has also been one of the issues 

underlined in the ESDP (Education Sector Development Programme ) II as well as the 

ESDPRP (Ethiopia Sustainable Development and Poverty Reduction Program ). 

Data from MOE show that there are more male teachers than female teacher at all levels; with 

the number of female teachers decreasing as one moves from primary to secondary schools. 

Male teachers are also more educated and qualified than female teachers. In the academic year 

2003/04 among the 11 ,675 teachers in secondary schools only 8.7% were females. Among the 

teachers who have a BAiBSc. Degree only 7.4% where female and among those who have 

MA, 13.6% were females (MOE, 2005). 

Exploration of the situation of female teachers in terms of securing opportunities equally with 

male teachers revealed that after graduation and during the practice of teaching, female 

teachers especially those assigned in rural schools face numerous problems which include: 

Lack of infrastructure deterring women from going to distant locations to teach, distance of 

schools from cities/towns, shortage of housing, lack of respect from male students, bias during 

evaluation by students, lack of respect from male colleagues, harassment and insult by men 

and male students undermining women's self-confidence, ignoring or playing down their 

complaints by concerned bodies, promotion and transfer and related problems, insecurity 

during travels, and not considering maternity leaves in the results based evaluation 

(MOE,2005). 
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Concerned officials explained that a number of measures have been taken to minimize the 

problems. These include assigning female teachers in pairs so that they can support each other; 

priority in transfers; and encouraging them to take up leadership positions. Moreover, female 

teachers do not benefit equally from further training opportunities (Ibid) 

There are few women in leadership positions such as principals and vice principals, office 

heads and supervisors. Below are the major reasons for the gender gap in administrative 

position: 

Lack of support from the school and general the education system, Lack of willingness and 

self-confidence among female teaches, Lack of role models and the negative experiences that 

they witnessed on those female teachers who attempted to hold positions or who had held 

positions for some time. 

Resistance and lack of cooperation from vice principals, other teachers, and students ,Lack of 

support from education bureaus, Lack of respect and recognition from part of communities, 

and Lack of support from partners that emanates from lack of trust are some of the listed 

reason. 

Similar observations have been repOlted in Abebayehu (1995) on constraints to women in 

education. Some of the factors that constrain female teachers from taking up administrative 

positions include: gender stereotyped belief that women are more suited teaching then 

leadership role; lack ofrole models; lack of aspiration on the part of female teachers; low level 

of institutional commitment of concerned bodies; and lack of representation of women in 

promotion committees (Abebayehu, 1995). 

28 



CHAPTER THREE: METHODOLOGY 

3.1. The Research Design and Methodology 

This section includes a brief discussion on the overall research approaches employed in the 

study, sampling techniques, the target population of the study and major instruments to be 

used to collect data. It also includes methods of data analysis and presentation. 

3.1.1. Target Population, Sampling Techniqnes and the Sample. 

The target population of the study was mainly female teachers and workers of education sector 

of Gindeberet, Juldu and Abuna Gindeberet districts (weredas). There are about 421 female 

teachers and other employees working in education sector in the three districts. Out of this, 

2 to female teachers and workers i.e. 50% were represented in the study. In addition, one 

female official from each districts (wereda) education office and one education office head 

from each wereda education office (i.e. totally 6 wereda education office workers) were 

included in the study. 

The study had two groups of female participants: young female and adult female. Young 

females are those whose age ranges from 18 to 29 years whereas adult females are those whose 

aged 30 or older. As adult women have passed through the challenges of youth, they can 

understand the problem of young women better. So the researcher believed that adult women 

are good source of information and included in the sample. In order to select the appropriate 

sample of the study, stratified random sampling techniques were employed. First, the target 

population was categorized in to districts (Woredas) and number of respondents was 

determined. Again, in order to ensure representation of considerable number of young female 

and adult female staff, the researcher grouped the target population from each districts into 

their respective age groups. 

Then simple random sampling teclmique was employed to draw the actual sample from each 

group. Added to that, in order to select officials of education sector, purposive sampling 

teclmique specifically judgmental sampling technique was employed with the assumption that 
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education sector officials are at good position to access information and they are important 

source of information. 

Given in the Table below is the number of the female teachers and employees who took part 

in responding the survey questionnaire. 

Table 3.1 Proportion of sample size 

Woreda Name Population Size Sample Size 

Young Adult Total Young Adult Total 

Gindeberet 41 SS 96 21 27 48 

leldu 91 103 194 46 SI 97 

Abuna Glberet 62 69 131 31 34 6S 

Total 184 237 421 98 112 210 

Source: Field survey December 2010. 

In addition to the 210 female teachers and employees, 6 educational administrators (3 male 

and 3 female) were also interviewed for the study 

3.2. Instruments and Procedures of Data Collection 

To collect the required data, three data collection tools were used: questionnaire, interview and 

documentary information. 

3.2.1. Questionnaire 

A questionnaire was designed and used to get the necessary information on the youth females ' 

employment challenges and prospects. The questionnaire had two types of questions: open 

ended and close ended. The questionnaire was first prepared in English language and it was 

later translated in to Amharic. The translated questionnaire was administered to the 210 

respondents. To eliminate any problem explanation was given on each item for each 

respondents individually and sometimes in groups. Respondents were encouraged to ask for 

clarifications on any item they didn 't understand. 
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The questionnaire prepared for female respondents had three parts. The first part sought to 

collect various background information example, age, marital status and work experience of 

respondents. The second part, in a way the major section of the questionnaire, dealt with 

respondents' opinions and attitudes regarding about factors that prevent young women from 

taking administrative positions in public education sector and factors that help obtain such 

positions in public education sector. To help respondents express their level of agreement that 

negatively or positively affect youth employment condition, most of the items in this part 

were prepared using a five-point Likert scale ranging from strongly agree (5) to strongly 

disagree (1). Included in the third part are open-ended items that required participants to 

express their opinions in writing (See Appendix-I) 

3.2.2. Interview 

In addition to the questionnaires, as indicated earlier, the study employed interview. The 

interview questions were prepared keeping the literature in mind. The interview was then 

conducted with six educational administrators (3 female and 3 male) working at district 

(wereda) education office in various capacities. Questions included in the interviews 

generally attempted to bring out information on problems and prospects of women youth 

employment in the districts (woreda) (see Appendix -2) 

On top of the data obtained through questiormaire and interview, information from documents 

such as vacancy notices, and statistical (figures) were used. 

3.3. Piloting of the questionnaire. 

The draft of questionnaire was first piloted with 30 teachers from Gindeberet secondary 

school and Kachis primary school. After it had been filled by this teachers, each questionnaire 

was examined item by item to detect ambiguous and unclear statements. It was particularly 

attempted to examine the internal consistency of the attitude scale, Cbronbach alpha was 

calculated and a moderately high coefficient (r = 0.67) was obtained. The observed correlation 

coefficient is thus a good indicator of the internal consistency of the items. The rest of the 
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questionnaires were found to be useful for the purpose intended, except some minor Amharic 

script and translation error correction. 

3.4. Method of Data Analysis 

The study used different statistical tools in analyzing and interpreting the data collected 

through different means. The choice of the tools was dependent on the nature of the data 

collected. In general an integration of qualitative and quantitative data analysis method was 

employed. The data collected through interview was presented and analyzed qualitatively and 

raw data obtained from the field through questionnaire were coded, tallied, counted and 

organized by the computer software. Then the data stored, the appropriate descriptive and 

inferential statistics was selected and analyzed using the computer software known statistical 

procedures for social science (SPSS). This was made because it saves time and is helpful to be 

precise. As result, the study used descriptive statistical measures such as percentage and means 

to see relative proportions and distribution of the data. Moreover, a parametric statistical test 

(t-test) was also applied to compare the means and identify the significance of differences in 

the means or characteristics of young female and adult female. The t-test for this study is 

significant at 95 percent confidence level ( .05) and p-values < .05 (i .e. 95 percent of the result 

is due to treatments of variables by the study and less than 5 percent of the result is probably 

due to sample errors). T- Test was found to be appropriate because the data were normally 

distributed. Furthermore, the open-ended or qualitative data were analyzed by narration. Based 

on the data analyzed, interpretations and conclusions were made. Different statistical tools 

were employed to analyze and interpret the data collected based on the basic questions of the 

study. Accordingly, the basic questions of the study, the statistical tools employed to analyzed 

the data and the corresponding reasons are summarized in table 3.2 
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Table 3.2 Statistical tools employed. 

Basic question Statistical tools used Reason 

Why are female youth T-test To compare and see if the opinIOns of 

disproportionally placed respondents towards the reason why youth 

In various level in female disproportion ally placed In the 

education sector 

Percent To determine their frequency counts 

What are the problems T-test To compare and see if the opinIOns of 

female workers faces in respondents towards the reason why youth 

the sector? female disprop0l1ionally placed In the 

sector 

Percent To determine their frequency counts 

mean To determine distribution 

What are key factors T-test To compare and see if the opinIOns of 

affecting female youth respondents towards the reason why youth 

employment in public female disproportion ally placed In the 

education sector sector 

Percent To determine their frequency counts 

Mean To determine distribution 

In all of the above cases the existing difference were tested for statistical significance at 0.05 

levels. 
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CHAPTER FOUR: DATA ANALYSIS AND INTERPRET A TlON 

This chapter mainly deals with the presentation, analysis and interpretation of data gathered 

from the field through questionnaire and interviews as well as secondary data (reports and 

compiled data ofteachers and officials profile) which are relevant to the female ' s employment. 

As clearly indicated in the methodology part, the total sample drawn from population was 210. 

The questionnaire were distributed to 210 respondents but 188(89.5%) of the questionnaires 

were filled and returned .. All the returned questionnaires were complete and usable and they 

were thus included in the analysis. 

4.1. Respondents Demographic Characteristics. 

In the questionnaire distributed to the research participants, it was attempted to collect data on 

their demographic profiles such as marital status, age groups, education level and work 

experiences of sample respondents. That was done with the assumption that these data would 

give some insights on the challenges and prospects of female youth employment in public 

education sector. Based on the response obtained from the sample respondents, the 

characteristics of the study groups were examined and interpreted in terms of age, level of 

education, year of service and marital status. 
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Table 4.1 Respondents Demographic characteristics by age, education level, service and 

marital status 

Respondents 
Young Adult 

Characteristics 
N=96 N=92 Total N=188 

Variables categories No % No % No % 

Age Blow20 years 2 1.1% - - 2 1.1% 

21 -30 years 94 50% - - 94 50% 

31-40 years - - 76 40.4% 76 40.4% 

> 40 years - - 16 8.5% 16 8.5% 

Total 96 51.1% 92 48.9% 188 100% 
Education 
level Certificate 20 10.6% 10 5.3% 30 16% 

Diploma 64 34.1% 74 39.4% 138 73.4% 

BA & above 12 6.4% 8 4.25 20 10.6% 

Total 96 51.1% 92 48.9% 188 100% 

Service years Blow 3 years 18 9.6% 8 4.3% 26 13.9% 

4-6 years 29 15.4% 8 4.3% 37 19.7% 

7-9 years 33 17.6% 18 9.6% 51 27.2% 
More than 9 

I years 16 8.5% 58 30.8% 74 39.3% 

Total 96 51.1% 92 48.9% 188 100% 

Marital status single 24 12.8% 2 1.1% 26 13.9% 

married 72 38.3% 84 44.7% 156 83% 

divorced - - 4 2.1% 4 2.1% 

widowed - - 2 1.1% 2 1.1% 

Total 96 51.1% 92 48 .9% 188 100% 

Source: field survey January 20011 

As can be seen from the above table, the majority of the sample respondents were found to be 

young. Those who fall under the age 20 to 30 years 94 and they account for 50% of the total 

respondents. On the other extreme, only two respondents (1.1 %) reported to be below the age 
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of 20, Adult teachers and workers whose age range from 30 to 40 and above 40 years also 

involved in the sample account for 76(40.40%) and 16(8.5%) respectively. This shows that 

under normal circumstances, they can express ideas related to the study consistently and with 

good understanding. So, their opinions can be taken as acceptable to the study. 

Regarding educational status of the sample respondents, it was found that the vast majority 

73.4% of the respondents (138 in number) of them have diploma in different fields. The 

second largest educational status of them was certificate 30 (16%). And it was only 20 of the 

respondents (10.6%) who were degree holders. 

Table 4.1 also reveals respondents' work experiences by their respective age category. A 

relatively higher proportion of the respondents i.e. 39.3% (74 in number) had more than nine 

years of service. On the other hand, while 51 respondents (27.2%) had a work experience of 

six to nine years, 370f the respondents (19.7%) had a work experience of three to six years 

while. The other 26 respondents (13.9%) had a work experience below three years. 

Understandably, adult respondents aged 30 years or above have experiences more than 9 years. 

Conversely, those respondents who were younger in their age have low work experience. This 

indicates that majority of the respondents in this study had a long years work experience to 

give a clear insight of youth females employment challenges. 

With respect to marital status of sample respondents, 156(83%) were married, 26(13.8%) were 

single and those who were divorced and widowed constitute 4(2.1%) and 2(1.1%) 

respectively. 

4.2. Distribution of Female youth in PES of the three workedas 

Women and men's occupations have always differed, but specific differences vary among 

regions, positions, and over time. As argued by Sweetman(1996) , clerical occupations were 

originally male dominated in the developed regions, today they are filled by women. 

As a whole, dominantly, while women work in different jobs and occupations that has low 

status than men, men dominate occupations of higher status. 
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Figure 4.1 depicts the views of respondents about the distribution of female youth among 

various levels of positions in public education sector. As indicated in the figure, while almost 

all the respondents, i.e. 186 of them (98.9%) replied that the distribution offemale youth were 

uneven or unequal, only two respondents (1.1 %) responded that their distribution is even or 

fair. 

Figure 4. 1 Respondents view about di stribution ofFY in PES. 

1.1% 

..I Even distribution 

• Uneven distribution 

98. 

Source: Field survey, 20 I 0 

In addition to this, the educational background of sample respondents in table 4.1 tells 

something about the distribution of female youth in the sector. As portrayed in table 4.1 more 

than 168(89.4%) of sample respondents have diploma and certificate levels of education 

qualifications good enough to become primary school teachers or clerks. It is only 16(8.5%) 

of them have first degrees and above qualifications required to become secondary school 

teacher, office manager and school directors. To the extreme case, there were six female 

workers in the three districts ( woredas) education offices. 

Table 4.2 displays the distribution of the three woreda education sector workers and teachers 

by sex and major qualifications or education levels. 
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Table 4.2 PES worke rs and teachers by sex and ed ucati on levels Jan uary. 20 II 

Education Sex Percentage of 

level Ma le Female Tota l fema les 

N= 11 34 N=42 I N= 1555 

Ce rtificate 402 265 667 39.7% 

Diploma 466 128 594 2 1. 5% 

Degree 182 26 208 12.5% 

Others 84 2 86 2 .3% 

Total 1134 421 1555 27% 

Source; Fie ld survey, Jan uary 20 I I 

The last row of the tab le (others) co nsists of workers who assis t or support the ongoi ng 

acti v ities of th e sector, which can be with or without qualification s. T he first three co lu mns in 

tab le 4.2 show the abso lute or actual num ber of workers (femal e, ma le and tota l). The fo urth 

column shows th e proportion of women in each o f the major ed ucati on leve ls. 

Wo men acco un t fo r 27% of th e tota l wo rkers of the sector. The di str ibut ion o f workers by 

edu cation leve l hi ghli ght s uneven dis tribut ion of wo men in th e secto r. Women appear to be 

less in number ( 12.5%) in catego ry of degree position which is ex treme ly be low the average . 

Thi s posit ion co nsti tuted onl y 6.1 % of the tota l women ' s pos it ion in the sector. 

Thi s proportion refl ects that women do have fewer shares in employ ment whi ch is under 

average representat ion. As th e above tabl e shows, the di stributi ons ofwomcn were un even . By 

the same token, th e di stribution offe male youth in the sector was uneve n. 
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Figure 4.2 Concentration of FY in various occupations of PES 
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Source: Field survey, 20 I 0 

Figure 4.2 exhibits respondents view about the concentration of female youth in various 

occupations of public education sector. As indicated in the above figure, female youth were 

most concentrated in the lower positions as primary school teachers (PST), while they are few 

school director and manager of different offices of the sector. As can be seen from the figure 

above, 12(6%) respondents said that the most concentrated area as PST, secretary and janitor 

at once. This implies that most of youth females work in routine and lower level jobs. 

Table- 4.3 reveals that the reasons for the imbalance in male Ifemale distribution in public 

education sector. 121 of respondents (64.4%) said that the major reason for the uneven 

distribution of young females in PES is low educational attainment; 28 of respondents (14.9%) 

said negative attitudes regarding women's role is the reason for uneven distribution of FY in 

PES. However, inadequate commitment, skill-job mismatch, and bias in hiring account for 

22(11.7),9(4.8%) and 8(4.3%) respectively. In addition, the interview results show that there 

were potentially fewer female applicants for degree position posts which implies that young 

women have lower entry-level in educational attainment. Moreover, another issue is that there 

was bias in recruitment in the sector. Those applicants, who have relatives, friends, parents and 

close contact with employers, got a chance of recruitment, transfer and promotion by 
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favor itism than other applicants. A final reason for the unbalanced/uneven di str ibution or 

female yo uth in public education sector was cultural conceptions to wards fema le 's work. 

Tab le- 4 .3 Reasons 1'01' une ven d istributi on or FY in PES. 

Respondents N= 188 
Reason for uneven di stribution Frequency % 

bias in hiring 8 4.3% 
low educationa l achievement 121 64.4% 
social mores regardi ng women's role 28 14.9% 
ki lls mismatch with high jobs 9 4.8% 
inadequate commitment & invo lvement of 22 

11.7% 
yo uth wo men themselves 

Tota l 188 100.0% 

Source: F ield survey, 20 10 

There is a presumption that women are not capable of doing certain works. The presupposition 

attri butes, there is stereotype that wo men are mentall y in fe rior to men to do certain jobs. so 

that Ihey are unsu ited fo r hi gher pos itions. In ge neral, low educational achievement accou nl 

for 12 1 (64.4%), cultural conceptions towards femal e ' s work account for 28( 14. 9'Vo). 

inadequate commitment account for 22( 11.7%) and bias in recru itment account for 8(4.3%) arc 

some of reasons for uneven distribution of you ng female in PES. This implies low educational 

achievement is the main reason for uneven distr ibution of FY in PES. 

4.3. Fcmale's perceptions about women's fitness to various occupations in PES 

Women educati on increases their producti vity on fa rm and factory and results in grea ter labor 

force participatio n at various levels of the labo r market. As stated above, yo un g womcn we re 

uneven ly d istributed among various occupatio ns of public education secto r due to their lower 

educa ti ona l achi evement , discriminat ion or bias in hiring against yo ung women and Irad ilional 

perceptions of role of women. But the study has also revea led that there have been occupal ions 

not occupied by yo ung women in public education sector like manage ri a l pos it ions. secondary 
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sc hool teache rs and school director' s pos itions. I n spite o r that res ponden ts' responses ind ica tc 

that there is no area or j ob in th e publ ic education sector that youth fema les don ' t IiI. 

Tab le 4.4 A rea o r job fema le yo uth doesn ' t fil. 

Is the re an area or job in pub lic secto r that you Frequency & % Yes No 

think le ma lc yo uth do n' t I'i t? Frequen cy 2 186 

% I . 1% 98.9% 

Source: Fie ld survey, 20 I 0 

Table 4.4 presents percentage share o f respond ent ' s view about th e prese nce or absence or job 

that le ma le youth don ' t fit in PES. As shown in the ta ble above, almost a ll the responcients 

(98.9%) o rthc res ponde nts responded th at there are not areas or jobs in publ ic education sector 

that tem a le yo uth s don' t fil. In practice, howe ve r, yo uth wo men were unevenl y di stributed 

among va ri ous occupatio ns of PES, th e above result indica te that th e rc is no area 0 1' job that 

yo uth fe ma les do not fit. 

4.4. Facto rs t hat co nstra in fem a le yo uth from tak ing up adminis trative posilio n in PES 

As di sc ussed a lillie ea rl ier, a serious gend er ga p is observed in women 's employ ment in thc 

publ ic educat ion sector o f th e woredas und er s tud y. The numbers of re ma le perma ncnt 

employees fo r the PES are less than me n and they are a lew in re lat ive ly hi gher pos it ions like 

ma nage r, seco nda ry schoo l teachers, and schoo l directors (see fi g ure 4.2). In add ition , the lew 

employed wo men are hig hly concentrat ed in ro utin e type and primary sc hool teachers (see 

figu re 4.2). Eve n from the samp le onl y 20( I 0.6%) or wo men are degree ho ld ers ( tab le 4.1). 

T hi s is cons istent w ith the findin gs o r Hareg co nsult PLC (2005) which ind icated that 

Ethio pian wo me n 's c urren t status in position o r powe r an d decision mak ing is lill' li'om 

meeting th e ex pected ta rget wh ic h is 30% ( Hareg cons ult PLC, 2005). 
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Tab le 4.5 fac tors that constrain fema le yo uth from taking up adm inistrati ve positions in PES. 

Responses in % 

Factors 
~ 

c 
>, ~ ~ .2 >, 

'On ~ ~ c 'On ~ " c 0/) on '0. c " c. " ~ '" ~ 

" ~ 
~ ~ 

~ 0 en 
Vi is Vi on 

" '0 ~ « ~ " en 
~ 

~ 

" I 2 3 4 5 ;;; '" on " Z > 
« ::;: ~ 

6. '0 

Gender stereotyped belief YF 11 .5% 12 .5% 2. 1% 25% 49% 3.88 ~.355 186 .723 

that women arc not su ited AF 7.6% 13% - 35.9% 43 .5% 3.95 

for leadership 

1-;--- ~ 

Low leve l of insti tut ional YF 19.8% 18.8% 7.3% 2 1.9% 31.3% 3 .15 2 .3 6 5 186 .0 19 

cOlllmitment AF 29.3% 293% 2.2% 16.3% 22. 8% 2.95 

Lack o f represen tation of YF 12.5% 15.6% 8.3% 28.1 % 35.4% 3.58 2 .749 18 6 .007 

youth women in promotion AF 26 .1 % 21.7% 6.5% 19.6% 26 . 1% 2.98 

or hi ving comm ittee 

Shyness and fee ling of YF 20.8% 24% 2.1% 28.1% 25.0% 3.13 -.210 186 .8 34 

disco illfort to participate 

equall y with men thaI arise 
AF 27.2% 16 3% - 25 .0% 3 1.5 % 3.17 

from cu lt ure 8 upbringing 
. - ---

Lack of respect and YF 9 .4% 22.9% - 37.5% 30.2% 3.56 1.1 59 186 .248 

recognition from the p3l1 of AF 19.6% 19.6% - 3 1.5% 29.3% "':'2 J.J 

cOllllllunit ies 

, , 
Where, average mcan < 3 consI dered as dI sagree; average mean - .) consIdered as no oplIl lon and average meat t >.1 

considered as agree, YF is youth fema le, AF is adu lt female , N= 188 

So urce: fi eld survey or20 I 0 

The above tab le reveals that gender stereotype be li ef that women are not suited for leadership 

had a considerable factor in constraini ng fe male youth taking up relati ve ly higher posit ion in 

public educat ion sector. As shown in tab le 4.5, 49% yo ung fe males and 43.5% ad ul t remale 

strongly agree wh ile 25% young female and 35.9% adu lt female agree on the issue. The 

cumu lative averages (3.88 for yo ung lemale and 3.95 adu lt fe male) indicate the nlCtor hus a 

se ri ou s influence on the yo uth female to take the position. To reveal the agreement le ve l o l' the 

two responde nt groups, a t-test was done and the result of the test showed that the dii'[c t'enee 
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between the mean score of YF and AF with 95 percent confidence interval was -.355 with 

186 degree of freedom and assoc iated p=.723. We can say that the difference is statist ica ll y 

insignificant which implies both groups had the same opinion. Abebayehu (2005) also reported 

similar resu lts. He asserted that fac tors constrain fema le teachers from taking up ad mi nistra!ive 

position includes ge nder stereotype belief that wo men are more suited teaching than leadership 

ro les. 

The other majo r factor that can constra in youth female from taking relat ive ly higher pos ition is 

the ir shyness and feeling of di scomfort to partic ipate equall y with men that ari se from culture 

(28. 1 % young fema le and 25% adult females agree on the issue as we ll as 25% yo ung female 

3 1.5% adult female strongly agrees on the issue . The computed mean 3. 13 fo r yo ung fema le 

and 3. 17 for adult fem ale also indicate that the factor had an influence on female yo uth ta kin g 

position in PES. Regard ing the t-test computed va lue, it showed that at 95 percent confidence 

interval the assoc iated p-value (.834) is greater than 0.05 im plying there is no statisticall y 

significant difference in responses given regarding youth female's shYliess and feeling of 

discomfort to participate equ al ly with men that ari se from culture. 

Lack of respect and recognition from the part of the com munit ies is another lilctor that 

constra in female yo uth from taking a relatively higher posit ion in public education sector. As 

can be seen from table 4.5,37.5% of young female and 31.5% ad ult female were agree as well 

as 30.2% of young female and 29.3% ad ult fema le strongly agree the computed mean (3.56 for 

yo ung female and 3.56 for adu lt female) also indicate that lack of respect and recognition from 

the pa rt of the commun ities is a factor that constrai n youth fe male from taking up re lati ve ly 

high position in PES as it is above the average. In order to identi fy whether or not there is 

difference of opin ion between the two groups of respondents test was computed. The result of 

the t-test revea ls that, at 95 percent confi dence in terva l the associated p-val ues are greater than 

0.05 imp lying that there is no stat istically significant difference between the op inion of 

respondents regarding lack of respect and recognition from the part of· the communities 

When the mean scores are taken as the measures of the level of agreeme nt of respondents on 

the influence of factors , low leve l of inst itu tional commitment accoun ted 3.25 for young 
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fema le and 2.95 for adult female, lack of representation o f yo uth wo men in the promotion or 

hiring committee acco unted 3.58 for young female and 2.98 for adu lt female. This im plies 

those f~lctors constrai n YF from taking relati vely hi gher pos ition in PES as the comp uted mean 

score IS above the average. The t-test statist ics was 2.3 65 and 2.749 with 186 degree of 

freedom fo r the abo ve facto r wi th associated p-va lue (.0 19 and .007) im plying stat isti ca ll y 

signifi cant difference between the op inion of respondents regarding low level of institutional 

commitment and lack of representation of yo uth women in the promotion or hiring committee 

as p-value is less than 0.05. 

4.5. Problems female youth workers face in PES 

As discussed in the litera ture rev iew in detai l, women reported to ha ve frequentl y encountered 

many diffi culti es in public sector employment. It is one o f the most serious chall enges and 

constraints for economic and social development. Women face many o f the chal lenges of 

inequali ty in the work place and at recruitment stage. And the result of thi s study is in 

agreement with that of Hareg consult PLC (2005) and Getachew (2009). These ha ve studi es 

documented that the problems face female workers are harassment, stereotype percep ti on or 

women ' s ro le and di scriminatory practices like bias in hi ring and imposing unnecessary 

cri teria fo r appl icants which are beyond those required for the tasks orthe job. 
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Table 4.6 Prob lems female yo uth wo rkers face in PES 
- -

Factors Responses in % 
--

- " 
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Harassmen t YF 14.6% 2. 1% - 29.2% 54.2% 4.06 - 1.5 81 186 .116 

AF 3.3% 7.6% - 29 .3 % 59.8% 4.35 
--

Lack o f infrastructure YF 9 .4% 11.5% - 36. 5% 42.7% 3.92 -2 .425 186 .016 

AF 5.4% 4.3 % 3.3% 23.9% 63% 4.35 

Shortage of housing at work place YF 6.3% 6.3% 2. 1% 39.6% 45. 8% 4.13 -.349 186 .72 7 

AF 8.7% 4 .3% - 33.7% 53.3% 4. 18 

Lack of respect frolll mal e students YF 12.5 % 19.8% 1% 29 .2% 37. 5% 3.59 .25 5 186 .799 

AF 7.6% 28.3% 4.3% 3 1.5% 28.3% 3.45 
- -

Bias during evaluat ion by students YF 15.6% 17.7% 4.2% 27 . 1% 35.4 % 3.49 .819 186 .41 4 

AF 9.8% 30.4% 5.4% 27 .2% 27.2% 3.32 

'JsG -----
Promotion and transfer related YF 10.4% 17.7% 8.3% 22.9% 40.6% 3.66 -.81 6 .'1 16 

probl ems AF 13% 10.9% - 32.6% 43 .5% 3.83 
---

Insecurity during travel YF 10.4% 2 1.9% 5.2% 28. 1% 34.4% 3.54 .914 186 .362 

AF 19. 8% 18.7% 4.4% 22% 35.2% 3.3 4 
~-186 ----

Not considering maternity leaves in YF 18.8% 25% 3. 1% 27 .1 % 26 .% 3. 17 . ) - .8 79 

result based eva luati on AF 13.5% 14.1 % - 18. 5% 35.9% 3. 13 

Work load or both domestic and YF 13.5% 8.3% 3. 1% 32.3% 42.7% 3.82 -1.842 186 .067 

o rfi ce AI' 6.5% 7.6% - 33 .7% 52.2% TIl 1 __ . 
Where, average ll1 ean < 3 consi dered as di sagree, average mean =3 considered as no opinion and average mean >3 

co nsidered as agree, YF is youth , AF is adu lt femal e, N= 188 

Source : filed survey or20 I 0 

As shown in table 4.6 majority of the respondent i. e . 29.2% and29.3% young and adult lemale. 

as we ll as 54.2% and 59.8% of yo un g and adu lt female agree and stron g ly agree respective ly 

that harassment is a prob lem that yo uth female workers face at wo rk place . When we set the 

mean sco re 4.06 fo r young femal e and 4.35 fo r adu lt female indicates harassment is the se ri ous 
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problem. In this regard, a t-test was done to reveal the agreement level of the two groups of 

respondents. The result obtained revealed that, at 95 percent confidence interval the associated 

p- value (.116) is found to be greater than .05 imply there was an agreement of responses given 

by the respondents of the two groups. This indicates that harassment is a serious problem that 

youth female workers face at work place. 

The other problems female youth workers face in PES are lack of infrastructure deterring 

youth women from going to distance. The computed means for this issue was 3.92 for young 

female and 4.35 for adult women; shortage of housing had mean scores of 4.13 for young 

female and 4.18 for adult females. Lack of respect from male students had mean scores of 

3.59 for young female and 3.45 for adult female, bias during evaluation by students accounted 

accumulative average 3.49 for young female and 3.2 for adult female, lack of respect from 

male colleagues accounted 3.01 for young female and 2.96 for adult female. Ignoring or 

playing down their complaints by concerned bodies accounted 3.75 for young female and 3.62 

for adult female, transfer and promotion related problems accounted 3.66 for young female 

and 3.83 for adult female. Insecurity during travel accounted 3.54 for young female and 3.34 

for adult female. Not considering maternity leaves in resull based evaluation accounted 3.17 

for young female and 3.13 for adult female and finally workload of both domestic and office 

school accounted 3.82 for young female and 4.17 for adult female indicated the problems are 

directly face youth female workers at public education sector as in all cases the computed 

mean is above the average. 

Figure 4.3 Respondents knowledge about employment law 

80.00% 

60.00% 

40.00% 

20.00% 

0.00% 
I know I don't know 

Source: Field survey, 2009 
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Figure 4.3 presents responden ts' leve l of knowledge abou t employment law. As indicated in 

the fig ure above, 122(64.9%) of the respondents know what the law says about different 

grou ps' emp loyment opportuni ties, where as 66(35 .1%) of them did not know what the law 

says. The above issue can be a stepping-stone to identity whether there was a diffe rence 

between what the law says and what was go ing on or not. 

Table 4.8 Presence or Absence of difference between what the law says and what is practi ced. 

Diffe rence between law and Frequency Percentage 

practi ced 

Presence (Yes) 151 803 

Absent (No) 37 19.7% 

Total 188 100% 

Source : Fil ed survey, 20 I 0 

More than 80.3% of the respondents replied that there was a difference between what the law 

says and what was practi ced, but 19.7% of them repl ied absence of di fference bet ween the law 

and what is practi ced. Accordi ng to the respondents, dev iation from what the law says 'vas 

due to low enforcement and poor implementation of the law owing to corrupt practices and 

low attitude towards female's work. 

4.6. Factors affecting female youth employment in PES 

According to Guarcell et. al (2007), factors affecti ng yo uth employment in Ethiop ia have 

rece ived little research attention. This resulted in lim ited empi ri ca l basis Cormlil ating polic ies 

and programs promoting yo uth employment in the context 01' Eth iopia. Thi s secti on examines 

factors that have some bearing on fe male yout h part icipa ti on and their access to the formal 

labor market in pub lic education sector. Factors infl uencing the avai lab ilit y of young women 

or the supply side of the labor market such as access to labor market in fo rmation, access to 

vocat ional guidance and training as we ll as factors that have an impact on the demand fo r the 

labor power of yo ung women suc h as practi ces and altitudes of employers can be examined. It 

a lso exami nes whether being yo uth and female affect their employment opportunities or not. 
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Table 4.9 Factors affecting female youth employment 

Degree of affection Being youth Being female 

Frequency Percentage Frequency Percentage 

Always affect 18 10% 46 24.5% 

Sometimes affect 109 58% 104 55.3% 

Never affect 61 32% 38 20.2% 

Total 188 100 188 100 

Source: Field survey, 20 I 0 

Table 4.9 shows respondents' views on whether being youth and female affect employment 

opportunities of female youth or not. As can be seen from the above table more than 58% and 

55 .3% of the respondents replied that being youth and female sometimes affect employment 

opportunities of young women. According to the respondents, early child bearing associated 

with early marriage, traditional division of work on the base of sex, domestic work burden, 

low attitudes towards female's work and sexual favors or sexual harassment are some of the 

reasons associated with the above issue. 

On the other hand, 32% and 20.2% of respondents replied that being youth as well as female 

never influenced their employment opportunity since gender equality in employment was 

ensured. On the other extreme, 10% and 24.5% ofthe respondents ascertained that being youth 

and female always affect their employment opportunity. 

Table 4.10 depicts respondents ' degree of agreement on the factors affecting female youth 

employment opportunities in public education sector of the three districts (woredas) under 

study. In analyzing the results, we have taken the cumulative average (which is above the 

average) as a benchmark; it enables comparing and contrasting the value of their degree of 

agreements in the table. 
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T bl 4 10 [; a e actors a fil ectmg ema e yout h employment 
Responses in % 

Factors affecting 
female youth 
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Backward culture and YF 5.2% 13.5% 4.2% 28.1 % 49.% 4.02 .48 186 .633 
tradition AF 5.4% 14. 1% - 25% 55.4% 4.11 
Negative attitudes YF 14.6% 14.6% - 26% 44.8% 3.72 -1.786 186 .076 
towards female's work AF 5.4% 12% - 34% 47.8% 4.08 
Inapplicability of YF 14.6% 6.3% - 36.5% 42.7% 3.86 -1.147 186 .253 
ex ist ing rule and AF 6.5% 5.3% - 32.6% 50% 4.09 
regulation 
Lack of personal YF 22.9% 20.8% - 31.3% 25% 3.1 5 -.178 186 .859 
networks AF 15.2% 27.5% 3.3% 32.6% 21.6% 3.1 8 

Household YF 10.4% 16.7% - 30.2% 42.7% 3.78 -1.074 186 .284 
responsibilities AF 7.6% 9.8% - 41.3% 41.3% 3.99 
Women score the same YF 9.4% 29.2% 2.1% 19.8% 39.6% 3.5 1 -0.549 186 .584 
as men during AF 12% 21.7% 1.1 % 21.7% 43 .5% 3.63 
recruitment 

Early marriage YF 11.5% 9.4% - 39.6% 39.6% 3.46 -.584 186 .560 
AF 9.8% 9.8% - 33.7% 46.7% 3.98 

They don't straggle for YF 11.5% 25% - 33.3% 30.2% 3.46 -3 .655 186 .000 
their rights AF 6.5% 8.7% - 31.5% 53.3% 4.16 

Where, average mean< 3 considered as disagree, average mean =3 considered as no opinion and average mean >3 
considered as agree, YF is youth, AF is adult female, N~ 188 

Source: Filed survey, 20 II 

As can be seen from the table 28.1 % the young and 25% the adult respondents expressed their 

agreement that backward culture and tradition is an important factor affecting young women' s 

employment opportunity in public education sector and those 49%young female and 55.4% 

adult female showed strong agreement. The mean scores calculated for the item also show 

there is high level agreement among both groups ( a mean score of 4.02 for young and a 

comparable scorer of 4.11 for adults) . As the t-test results reveal at 95 percent of confidence 

interval the associated p- value (.633) are found to be greater than 0.05 implying that the 

opinions of young females and adult females were not found to be significantly different. This 
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may indicate how they internalize the effect of background culture and tradition on the youth 

female employment. 

Respondents' responses on other factors believed to affect female youth employment relatively 

high level agreement. It was for example found that young respondents as well as adult 

respondents feel that negative attitudes towards female's work accounts had negative impacts 

on young women' s employment with mean scores of3.72 and 4.08 respectively .. House hold 

responsibilities (with mean scores of 3.78 for young female and 3.99 for adult female) as well 

as early marriage (with mean scores of 3.63 for young female and 3.98 for adult female) have 

also been repolied to be affecting youth employment negatively. Similarly factors like lack of 

personal network accounts for the computed mean score 3.15 for young female and 3.18 for 

adult female, score of women during recruitment which account 3.51 for young female and 

3.63 for adult female, females don't straggle for their rights accounted 3.46 for young female 

and 4.16 for adult female imply their agreement on the issue (factors) but when t- test result is 

seen there is statistically significant difference between the opinion of young female and adult 

female in case of one factor i.e. Young females do not struggle for their right. 

Moreover, the result of the above table is in line with the result of table 4.3 and table 4.6 as 

indicated in the respective table low educational attainment and cultural conceptions towards 

female's work (reason for uneven distribution) and harassment, shortage of housing lack of 

respect and bias during evaluation (major problems at work place) are also reflected similar 

result in the above table. 

4.7. Solutions to Improve Female youth Employment in PES 

The sample respondents were asked through questionnaire what measures should be taken by 

different bodies to improve female youth employment in PES and responded for the following: 

According to the responses from the open ended items of the questionnaire, it was learnt that 

to advance working conditions and employment opportunities for female youth in public 

education sector, governments, the society and women themselves should contribute their 

respective effort. Government officials were also asked through semi-structured interview and 
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responded the same view. Depending on response of the respondents, measures to be taken by 

the above three bodies to create conducive environment for young women's employment are 

the following 

4.7.1. Government: According to the responses from the open ended items of the 

questionnaire, it was learnt that to take away discrimination and promote equality of 

opportunity and treatment in the labor market an important starting point is ensuring an equal 

employment opportunity policy at the national level. Active employment policy should be 

designed and carried out to promote full, productive and freely chosen employment. Such a 

policy assists to stimulate economic growth and development, raises level of living meet 

personnel requirements and opportunity. Policy alone did not bring the desired change. It is 

important to check and evaluate its implementation at a regular basis. Moreover, government 

should guarantee and support equality of women and men through positive or affirmative 

action. Positive or affirmative action encompasses promoting women's access to wider 

opportunities in education, vocational training and employment in non-traditional sectors and 

at higher levels of responsibility, informing and promoting employers to recruit and promote 

women, eliminating stereotypes, and promoting the active participation of young women in 

decision making bodies. 

According to the view of respondents one important thing to the above issue is affirmative 

action in favors of women should not be considered as discrimination against men. Once the 

consequences of the past discrimination have been rectified, the measures should be removed 

to prevent discrimination against men. On the other hand, collaboration among government, 

the society and women themselves is very important to mitigate the existing problems. 

4.7.2. Society: According to the responses from the open ended items of the questionnaire, it 

was learnt that to improve working environment and employment opportunities for female 

youth in public education sector, the society should eliminate deep rooted perceptions 

regarding the work of young women. The society can tackle these traditional attitudes by 

ralsmg awareness, investing in women's human capital and thus increasing their 

employability. It is also essential to protect young women from discriminatory practices, 
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appreciate women' s work and creativity and work together with government, NGO and 

women themselves. 

4.7.3. Women themselves: According to the responses from the open ended items of the 

questionnaire, it was learnt that improving working condition and employment opportunities 

for young women should not be left to one body or organization. Women themselves, the 

participants indicated, should contribute their own share. Accordingly, they should develop 

self-confidence to actively involved in all spheres of women's development, ensure their 

equality with men, avoid traditional beliefs and attitudes and protect themselves from 

discriminatory and sexual harassment. 
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CHAPTE FIVE: MAJOR FINDINGS, CONCLUSION AND RECOMMENDATIONS. 

This section consists of major findings and concluding remarks drawn from analysis and 

recommendations proposed by the researcher to mitigate the challenges and enhance 

employability of young women in public education sector. 

5.1. Summary of the major findings. 

The purpose of this study was to examine the challenges and prospects of youth female 

employment in PES of three districts (weredas) as the subject and come up with insights that 

may contribute to search to address problems of youth female in public education sector. To 

that end, the study attempted to answer following basic questions: 

I. Why are female youth disproportionately placed in various level of occupation of public 

education sector? 

2. What are the key factors affecting female youth employment in public education sector? 

3. What are the problems female youth workers face in the sector? 

4. Is there any significant difference in the opinion of young female and adult female on 

challenges of youth female employment in PES? 

Since the ultimate goal of this study was to learn about the large population (i.e. challenges 

and prospects of youth employment in PES) of .the three selected districts (weredas) by 

surveying the sample population, descriptive survey method was considered as an appropriate 

method and employed in search for answer to the basic question. The questionnaire was pilot 

tested and finally administered to 210 respondents from the three districts (weredas). Among 

these questionnaire, 188(89.5%) were returned and all of the returned (100%) were complete 

and usable, thus included in the analysis. 
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Major findings 

I. Reason for Uneven distribution of yo ung women in PES: A ltho ugh there was a 

hopeful trend of youth employment, the stud y indicated that in the d istricts (wo redas) 

the great majority of the res pond ents 186(98.9%) are o f th e op ini on the d istribu ti on of 

female yo uth employment am ong d iffere nt leve l of publi c edu cat ion sec tor is uncve n. 

It was found that in compari son with the ir male counte rparts, yo un g wo men are 

ove rre presented in lower profess ion. T hey rarely ente r in technical occ upat ions and 

they are und errepresented in manageme nt pos it ions. The teac hin g profess ion is th e 

occupatio n where young women are rela ti ve ly hi ghe r presence. Neverth e less, yo un g 

wo men are concentrated in primary schoo ls a sector that requires re lative ly low- leve l 

q ualifications such as certifi cates and dip lomas. Low educat io nal attainment due to 

domesti c a nd other work burdens acco unt for 12 1(64.9%), bias in recruitm ent 8(4.3), 

promot ion and transfer due to co rrupt practices and deep rooted nega ti ve perception s 

regarding the work of youn g wo men 28(14.9%) are justifications for th e ir uneve n 

di stributi on among numerous occupations of pu bli c ed ucation sector. Vlajo rit y of th e 

respo nden ts 186 (98.9%) confi rmed th at even th o ugh there is no areal jobs whcre you th 

fe ma le don ' t fit , so me occupati ons of management leve l, secondary schoo l teac he rs 

a nd schoo l directors are unreali zed potentia l posi tions for yo un g women. 

2. Factors that constrain female youth from taking admin istrative positions in P ES: 

It was fo und that youn g women are pract ically absent from tak ing up relative ly hi ghe r 

pos iti o n in PES. T he stud y al so indicated that the re is a gender stereotyped be li e f. Among 

other thin gs, it was found that wo men are not suited for leade rshi p (means sco res of 

Y lo~3. 88and mea n of AF~ 3.95), shyness and fee ling of di scomfort to participate equall y 

wi th men (mean of YF~ 3. 13 and mean of AF~ 3. 17) and lack of rep rese ntati on o f yo uth 

wo men in promotion or hirin g comm ittee (mean o f Y F~ 3.56 and A Y~ 3 .32). It was a lso 

found that yo uth women lack o f respect and recogni ti on from the pa rt 01' the co mmuniti es 

and their shyness feeli ng to partic ipate equ a ll y w ith men that a rise I'rom cu lture and 

upbring ing affect them to take a dec is ion mak ing pos iti on. 
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3. Problems female youth workers face in PES 

The study revealed that young women encountered various problems during recruitment 

and at the work places. Most of the challenges are associatec! with corrupt and offensive 

practices against the law and the rest are related to social related problem. More 

specifically, these problems include: harassment (mean of YF =4.06 and AF = 4.35), lack 

of respect from male students (mean of YF = 3.49 and AF = 3.45), bias during evaluation 

by students (mean of YF = 3.49 and AF = 3.32), lack of respect from male colleagues 

(mean ofYF = 3.59 and AF = 3.45), workload of both domestic and office/school(mean of 

YF = 3.82 and AF = 4.17). In addition to these, it was found that young women 

encountered economic related problems like lack of infrastructure (mean ofYF = 3.92 and 

AF = 4.35), and shortage of housing at work place (mean ofYF = 4.\3 and AF = 4.18). In 

addition to these young women were excluded from recruitment simply since they are 

female and youth. 

4. Factors affecting female youth employment in PES 

Possibilities of employment for young women were shaped by various factors such as 

factors influencing the supply and demand sides of the labor market. It is also partially 

determined by individual characteristic such as lack of personal networks (mean of YF = 

4.02 and AF = 3.19). On the other hand factors such as back ward culture and tradition(mean 

of YF = 3.59 and AF = 4.11), inapplicability of the existing rule and regulation(mean of YF = 

3.46 and AF = 3.09), household responsibilities(mean of YF = 3.78 and AF = 3.99), early 

marriage(mean of YF = 3.98 and AF = 3.46), and absence of young women struggle for their 

rights(mean ofYF = 3.46 and AF = 3. 16), have influence on employment opportunities of 

young women. 

5. Corrective measures for employment problems: 

Making young women to compute equally with young men requires synergistic effort of 

the government, the society and the young women themselves. In addition to their common 

effort, the above bodies have also their own respective shares to enhance young women's 

employability. Government should ensure equal employment opportunity and positive 

action, the society should eliminate deep rooted perceptions regarding young women's 
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work and women themselves should develop self confidence for development and protect 

themselves from discrimination and harassment. 

5.2. Conclusion. 

Based on the major findings, the following conclusions were drawn: 

The study has empirically analyzed the challenges of youth female employment in public education 

sector. There is a presumption that women are not capable of doing certain works. The presupposition 

attributes this to the weaker physical strength of women relative to men so that they are unsuited for 

tasks requiring heavy effort. In addition, low educational achievement, cultural conceptions towards 

female 's work, inadequate commitment and bias in recruitment are some of reasons for imbalanced 

distribution of young female in PES. There are factors that constrain female youth from taking up 

relatively higher position in PES. Of these factors, gender stereotype belief which says that women are 

not suited for leadership and other factors like low level of institutional commitment, lack of 

representation of youth women in promotion or hiring committee, shyness and feel of discomfort are 

found to be the major problems. Women specially, youth female frequently encountered many 

difficulties in public sector employment. Gender inequality has a long history and has been increasing 

in many parts of the world. It is one of the most serious challenges and constraints for economic and 

social development. Women face many of the challenges of inequality in the work place and at 

recruitment stage. Generally spcaking, this research has concluded that the problems that female 

workers face are harassment, stereotype perception 'of women's role and discriminatory practices like 

bias in hiring and imposing unnecessary criteria for applicants. 

5.3. Recommendation 

Based on the findings and conclusions given above, the following recommendations are 

proposed. 

1. The low status of young women in public education sector employment is a result of deeply 

rooted history in culture, social attitudes and inadequate implementation of laws. 

Moreover, the situation of women workers and gender equality in the world of work is 

complex, complicated, and cross-cutting issue. Thus, to minimize this problem, there 

should be an affirmative action and comprehensive integrated strategy regarding economic, 

legal, social and political intervention by the government, and the society at large. This can 

be achieved by provision of educational opportunity, and empowering the young women to 

the desired level. 
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2. Young women were unevenly distributed among various occupations of public education 

sector due to their lower educational achievement. In principle, Vocational training and 

vocational guidance play a vital role in diversifying the professional choices of young 

women and it also facilitates their access to better jobs, autonomous work, managerial 

posts and entrepreneurship. So, efforts should be made by the government to scale up or 

upgrade their educational status. This can happen through vocational training and 

guidance. 

3. Young women have faced many difficulties in accessing jobs. Therefore, management of 

the sector should ensure that there is no bias at recruitment stage. To ensure that there is no 

bias at recruitment, selection criteria should be objective, relevant to the requirement of the 

job. Moreover, qualifications required for a position should be based on current job which 

accurately identifies the nature, purpose and function of the jobs; the content and 

evaluation of tests should be free from bias against any particular group or sex. 

4. Inequality is one of the challenges that young women face in the work place. Thus, efforts 

should be made by the government to inform and influence the general public as well as 

employers on the need to replace traditional attitudes with a new understanding of work 

and gender equality. This can be done by women's affair office and other awareness 

creation campaigns. Since these traditional attitudes were established at a very early age in 

the society, it is important to change them starting from the grass root level. 

S. Harmonizing knowledge with the skills that young women have is important to eliminate 

work place difficulties. This enables them not only ease the problem, but also increases 

productivity and reduces wastage of resources. This can be possible through links between 

educational programmes and the employers themselves. 

6. Constitutional commitment of the government to grant affirmative action has not been 

translated in to concrete action at any level. So, appropriate institutional mechanisms and 

commitments should be recognized and translated in to action by the government bodies at 

all levels. 
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Appendix-l 

ABABA UNIVERSITY 

SHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT . 

(HUMANRESOURCE AND ORGANIZATIONAL DEVELOPMENT). 

Questionnaires to be filled by female teacher 

Questionnaire 

A study on female youth employment in education sector 

Dear Respondent, 

My name is Tekilewold Bekele. I am human resource and organizational development 

second year student in Addis Ababa University. Currently, I am working on my thesis 

titled "challenges and prospects of female youth employment in public education sector 

of three selected districts (weredas) in West Shoa zone. 

As a part of my project, I would like to gather some information from you. I would be 

grateful if you co-operate with me in filling this questionnaire. Since the questionnaire is 

being used for academic purpose and the information gathered will be strictly 

confidential. 

So, please answer all the questions frankly and honestly. Your frank and smcere 

responses will be highly appreciated. 

Thank you in advance! 

Background Information 

l. Age a) Below 20 years D _b) 21-30 years D 

1 

, 



c) 31-40 years 0 d) more than 40 years 0 

2. Level of education a) 12 complete below 0 

b) Certificate 0 c) diploma 0 d) degree & above 0 

3. Work experience in year: a) below 3 years 0 

b) 4-6 yearsO c) 7-9 years Od) more than 9 years 0 

4. What is your current marital status? a) Married 0 

b) Widowed 0 c) divorce 0 d) singleD 

I. Questionnaire on the female youth disproportionately placed in various 

levels. 

5. Do you think female youth are evenly distributed among varIOus levels of 

occupation in public education sector? a) Yes 0 b) No 0 

6. If your answer to Q.5 is no, where do they most concentrate? 

a) In primary school as teachers 0 

b) In secondary school as teachers 0 

c) In office as secretaries 0 

d) In schools as directors 0 

e) In office as heads and managers 0 

f) In both schools and offices as cleaners/janitors 0 

g) If any others (please specify )------------------------------------------------------------

-----------------------------------------------------------------------
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7. If your answer to Q.5 is no, what is the reason for their uneven distribution? 

a) Bias in hiring D b) low educational achievement D 

c) Social mores regarding women 's role D 

d) Skill-mismatch with high jobs D 

e) Inadequate commitment and involvement of youth women themselves. D 

f )Jf any others (please specify). -----------------------------------------------------------

8. Is there an area or job in the public sector that you think female youth don't fit? 

a) YesD b)NoD 

9. If your answer to Q.8 is yes, where areas/jobs do you in mind? 

a) In secondary schools as teachers D 

b) In offices as heads and managers D 

c) In primary schools as teachers D 

d) In all places of the sector cleaners/janitors D 

e) If any others (please specify) ------------------------------------------------------------

Please indicate your response for each question by ticking in the boxes provided against 

the listed option of response and if you have additional idea you can briefly write at the , 

end of the space provided. 
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No. Factors that constrain female youth from 

taking administrative positions in Public = 0 
.Q '= '" .Q '" '" '" Education Sector 0/) 

'" '" 's, ... 0/) § = '" '" 0 
0/) = 0 ... ... .. 0 .. ... 0/) 0/) 0 '" ... '" .... .~ .... is CI:J -< -< :z ~ CI:J 

10 Gender stereotyped belief that women are not 

suited for leadership 

II Lack of role model 

12 Lack of aspiration on the part of youth female 

worker 

13 Low level of institutional commitment 

14 Lack of representation of youth women In 

promotion or hiring committee 

15 Shyness and feeling of discomfort to 

participate equally with men that arise from 

culture and upbringing. 

16 Lack of support from school and in general the 

education system 

17 Resistance and lack of cooperation from other 

colleagues 

18 Lack of respect and recognition from the part 

of communities 

19 Lack of trust 

20 Limited access to information 

If any other please specify ____________________ _ 
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I Noo .. .. ... 
b.O 

-< = Q 

..Q °a " .... .. 
" - .. 

b.O .. os. ... b.O ... 
= .. b.O = b.O 
Q ... Q " Q " Problems female youth workers face 
... b.O Q '" ... '" ... is ... o~ 

'" -< Z '" ~ 

21 Harassment 

22 Inadequate skill 

23 Lack of experience 

24 Skill and job mismatch 

25 Lack of infrastructure deterring youth women from 

going to distant location to work 

26 Shortage of housing at work place 

27 Lack of respect from male students 

28 Bias during evaluation by students 

29 Lack of respect from male colleagues 

30 Ignoring or playing down their complaints by 

concerned bodies 

31 Promotion and transfer related problems 

32 Insecurity during travel 

33 Not considering maternity leaves III result based 

evaluations 

34 Workload of both domestic and office/school. 
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If any other please specify __________________ _ 

35. Do you know what the law says concerning employment opportunities of different 

groups? a) Yes D b) No D 

36. Is there a difference between what the law says and what is practiced? a) Yes 

D b) NoD 

If your answer to Q 36 is yes, 

~y---------------------

How ________________________ __ 

37. Do you think that being a youth affect employment opportunities of most young 

women? 

a) Yes always D b) Yes, sometimes D c) No at all D 

38. Do you think that being female makes the employment opportunities of young 

women more complex? 

a) Yes always D b) Yes, some times Dc) No, at all D 

39. What are your reasons for Q 38? ---------------------------------------------------------------

In each of the statement in this scale, express a feeling or attitude toward factors affecting 

female youth employment in public education sector. You are asked to indicate, on five­

point scale, the extent of agreement between the attitude expressed in each statement and 

your own personal feeling. The five points are: strongly disagree (SD), Disagree (D), 

Undecided (U), Agree (A), and Strongly Agree (SA), Mark (v'") on the point which best 

indicates how closely you agree or disagree with the attitude expressed in each statement 

as it concerns you. 
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No. Factors affecting female youth employment SA A U D SD 

40 Low Educational achievement 

41 Lack of Work experience and training 

42 Backward Culture and tradition 

43 Population growth 

44 Rural urban migration 

45 Negative Attitudes towards female's work 

46 Inapplicability of existing rule and regulations 

47 Skill-job mismatch 

48 Inaccessibility of Labor market information 

49 Lack of Personal networks 

50 Inexistence of vacant position 

51 Inexistence of role model 

52 Household responsibilities 

53 Government commitment like affirmative 

action didn't implemented during recruitment 

54 Women score the same as men during 

recruitment 

55 Population growth 

56 Early marriage 

57 They don 't straggle for their rights 

58. How do you express your view of female youth employment in Public Education 

Sector? --------------------------------------------------------------------------------------------------

59. How do societies perceive female youths' role and creativity in Public Education 

Sector? --------------------------------------------------------------------------------------------------

7 



60. In your opinion, what measures should be taken by the following bodies in order to 

improve working conditions and employment opportunities of female youth in 

public education sector? 

Government ------------------------------------------------------------------ ----------------

Society------------------------------------------------------------------------------------------------

F emal e them se I v es-------------------------------------------------------------------------------------

61. What do you suggest to improve employment opportunities and working conditions 

offemale youths in public education sector? 

62. Any other opinion---------------------------------------------------------------------------------

Thank you very much for your cooperation!! 
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Apendex-2 

Guiding Interview Question for Government Officials 

Organization Your Position __________ _ 

I. What do you think offemale youth employment in education? 

2. Can you tell me about any problems related to female youth employment in 

public education sector? 

3. How do you see the distribution of female youth workers in public education 

sector? 

4. What do you think are the key factors affecting female youth employment in 

public education sector? 

5. Is there anything special that your organization does to promote female youth 

employment? [if yes 1 Can you tell me? 

6. Can you tell me about ways of improving female youth employment opportunities 

and working conditions in public education sector? 

7. What does your organization do to prevent violence against women and children? 

8. Can you tell me another thing about female youth employment that we haven't 

discussed so? 
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23 Irrensa 2 2 4 - - - - - -

kono 

24 JlMukiy 2 1 3 3 1 4 - -

25 Kachisi 6 2 8 10 8 18 4 - -

26 Leemat 2 1 3 3 1 4 -

27 Mldudima 3 3 6 10 1 11 2 1 3 2 - -
28 Mlbero 2 2 4 3 1 4 - - -

29 Mlshone 3 1 4 - - - - - -

30 Medalle 2 2 4 - - - - - -

H Meti 3 2 5 1 - 1 - - -

32 Mishig 4 1 5- 1 1 - - -

l3 Kldobi 7 3 10 5 1 6 2 - -
34 Klsenkori 3 1 4 1 - 1 - - -

IS Klsanbata 3 1 4 1 1 - - -

;6 T/Egue 3 2 5 - 1 1 - - - - - -

·7 WlBork 2 3 5 - - - - - - - - -

8 W/aloye 2 1 3 - - - - - - - - -

9 Washa 2 1 3 - - - - - - - - -
0 Sagado 2 1 3 - - - - - - - - -

1 Sotallo 2 - 2 - - - - - - - - -

2 Gindebere - - - - 88 7 95 6 1 7 

t 

Total 12 60 18 136 31 166 92 8 15 26 1 27 

6 6 0 
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Distibution of teachers in Abuna Gindeberet Woreda 

No School's TTl Diploma Degree Others 

Name 

M F T M F T M F T M F T 

1 Gitre 1 3 4 12 2 14 I - I 3 I 4 

2 G/Andode 3 I 4 II I 13 - - 2 - 2 

3 Haro 2 3 5 12 2 14 I 

~ G/osole 4 2 6 13 I 14 1 I 

) Jrjajo 3 2 5 10 2 12 2 2 

) DlTinne 2 1 3 8 I 9 1 I 

7 ElTerate 4 2 6 6 1 7 1 I 

l GlFatro 4 3 7 3 2 5 2 2 

) S/Waliso 2 2 4 6 1 7 I 1 

0 GlBddessa 3 - 3 2 I 3 - -

1 Guduru 3 2 5 3 2 5 2 2 

2 G/Jalate 2 I 3 2 I 3 I I 

3 DIHIburkii I - I 6 1 7 I I 

4 D/Yagot - 4 4 3 2 5 1 I 

5 AlHolota 2 3 5 2 1 21 1 I 

6 Dabaka 4 2 6 2 2 4 - -

7 M/xunjit 3 3 6 3 2 5 1 1 

8 Kono 4 2 6 3 2 5 - -

9 B/kalate 5 6 11 22 2 24 18 7 25 1 I 

0 Elkenjoo 1 3 4 2 1 3 - -

I G/yabaloo 2 I 3 3 1 4 1 I 

2 Bukato 3 3 6 2 - 2 I 1 

3 B/chando 2 3 5 2 - 2 - -
~ O/Gajoo 3 2 5 2 - 2 1 I 
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25 G/Batee 3 4 7 3 - 3 1 1 

26 Jammo 5 1 6 2 - 2 1 1 

27 W/Jagnifoo 2 1 3 3 - 3 1 1 

G/sonboo 3 1 4 2 - 2 

29 G/dhokom 2 - 2 2 - 2 

30 B/Danbii 3 2 5 1 - 1 

31 D/kibbii 1 - 1 2 - 2 

32 Gartoke 2 1 3 2 - 2 

33 D/Suree 3 - 3 1 - 1 

34 Sarbadi 2 2 4 2 - 2 

35 G/lnssilalee 3 2 5 1 - 1 

36 Glbate 2 3 5 1 1 2 - - - - - -

37 G/sanbata 1 4 5 1 - 1 - - - - - -
38 G/Golee 3 3 6 - - - - - - - - -

39 G/Gudoo 2 3 5 1 - 1 - - - - - -

10 Kolu 2 - 2 1 - 1 - - - - - -

11 M/solee 1 - 1 1 - 1 - - - - - -

12 Oborra 2 3 5 1 - 1 - - - - - -
13 Walensu 1 3 4 1 - 1 - - - - - -
14 D/GlDiko 2 2 4 1 - 1 - - - - - -
15 Guta 2 3 5 1 - 1 - - - - - -

-6 Elkorii 1 3 4 1 - 1 

-7 Talgo 2 3 5 - - 1 

~otal 118 93 211 170 31 201 20 7 27 28 1 29 
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