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Abstract 

The study is generally intended to investigate challenges and opportunities facing women 

managers in the executive branch regional level bureaus and offices of the Oromia region. 

Moreover, it is concerned with identifj'ing altitude of subordinates towards wOlnen Ina nagel's ' 

behavior, and identifying initiatives taken by the organizations and regional government to 

resolve women managers' problems. To attain th ese objectives data is collected from secondary 

and primary sources .PriI1lCllY data is collected from women and men managers as wei! as their 

subordinates using survey questionnaire and semi structured interview schedules. Secondary 

data is colleted from regional gender related policy documents. The data is presented and 

analyzed descriptively using percentages, mean and independent sample t-test by the help of 

SPSS version J 3. Furthermore, relevant literatures are also reviewed. It is found that women are 

generally underrepresented in regional bureaus and offices and the majority of them are not 

adequately qualified. They do not have better opportunities to hold managerial jobs both in large 

and newly established executive branch bureaus and offices. Furthermore, they are equally 

under-represented at all levels of management hierarchy in th e study universe. Gap in gender 

policies, human resource management in its practices, organizational culture and personal 

barriers are the major challenges for women to join and steps forward in managerial jobs. 

Despite this fact, the attitudes of both sex subordinates towards women managers are found 

relaiively encouraging. Regional executive branch bureaus and offices, and the regional 

government have taken some encouraging initiatives to increase women 's share of managerial 

positions. But they are not adequate to dismantle the "glass ceiling" and "glass walls" in 

managerial occupations although current political environment and international institutions' 

pressure among others are the available opportunities. Generally, women managers have 

encountered challenges both within the organization and outside of the organization. The 

challenges are conditioned by institutional and non institutional factors. Thus. in addition to 

using available opportunities, policy intervention and collective effort of stakeholders are 

generally recommended to eliminate the challenges facing women managers in the executive 

branch regional bureaus and offices of the Oromia state. 

VIII 



CHAPTER ONE 

INTRODUCTION 

1. 1. Backgrou nd of the Study 

Woman- "designed by God to be ' better half but sli ced to ' half by Man" - has been faci ng 

tremendous and numerous problems in every society throughout the wo rld. They have been 

depri ved of and den ied in all matters which affect their life. Yet, not surpri sing many people­

both males and females- find difficulty to perceive that women const itute an oppressed group . [n 

most soc ieties they are regarded as if they are created to serve their male partners. In some 

societies they are treated as the property of thei r husbands. Generally, women experience 

unequal treatment in po li tical, social and economic matters in every nation (Wil1h , 200 I) . 

Notwithstanding, w ith some improvement, women continue to be drasticall y underrepresented in 

the hall s o f government. They are fo rced to occupy very few decision maki ng pos itions. 

Sociologists and social workers note that the problem of sex ism is the most serious barrier in 

women's development in the politica l environment. Fi rst, they are prejudiced by both men and 

women regarding their fitness fo r leadership . Secondly, those who are elected/appoi nted 

encounter prejudice, discrimination and abuse in the work environment. Thirdly, despite these 

problems, some of elected/appointed women cons ider themselves as incapable. As a result, in no 

nat ion do women account for 50 percent of the legislators (Longwe, 2000). This generall y 

implies the wo men 's powerlessness in all nations. 

Social di scrimination against women is reflected in a number of ways . Women do not have eq ual 

access to soc ial services such as education and health . Despite the majority of them are illiterate, 

those who break through in education are not entitled to occup y hi gher positions. For instance, 

higher posi tions such as: uni vers ity professors and co llege administrators wh ich hold relative ly 

high status in most society are generall y reserved for men. In contrast, public school teachers and 

public hea lth workers, who have relatively lower status, are largely dominated by females 

(Wirth , 2001). 

Gender issues have got much more attention worldwide today. Many soc ial resea rchers are 

highly interested in the issues o f gender and have conducted vari ous studies from different 
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perspectives and indicated the cha ll enges women have been fac ing in the development process. 

Almost all gender discrimination problems have been assessed more or less. Accordingly, many 

governments have included gender issues in their laws and made different po licies to bridge 

gender di scrimination gap (Wirth , 200 1). 

Despite these effort s, gender discrim ination problems have not been up rooted because of many 

interdependent fac tors. Thi s imp li es that in addit ion to enacting laws and formulating policies 

that add ress gender issues, nations have to work hard to bridge gender di scriminations if they are 

to attain the essence of integrated development program ini tiatives. 

To tackle the deep-rooted problems that women have been fac ing and fo r growth to be translated 

into social development, a more long lasting so lution is necessary which will em power women 

and transform soc iety so that women and men can live and work as equal partners regardless of 

class or national location. It should be also noted that an integrated approach is a make or break 

affair fo r successes. This indicates that women alone CUlUlot so lve their problems and hence all 

govenUllent organizations, and private investors and the society at large should co ll ectively 

deve lop integrated worki ng system if women are to benefit from the success o f development 

efforts. 

Simi lar to all nations in general and developing countries (regions) in parti cular, women have 

been faci ng different interdependent problems in the Oromia National Regional State. In the 

domain of political and other decision making environment, women are underrepresented both in 

the public and private sectors. Socially, they are also experiencing many problems. The soc io 

cultural and traditional practices such as early age marriage, genital organ mutil ati on and unequal 

access to social service like hea lth and education as to their male colleagues are onl y a few to be 

mentioned. Discrimination in the access to economic assets is anothet' challenge wo men 

expenence in the region. In the labor market, their labor goes usuall y unpaid or under paid. 

Sociall y, women are not allowed to succeed productive assets from the predecessors. In short, 

women have no equal access to all development factors and fruits as their male counterpart s do 

have in the region (OW AP, 2005). 

In response to the problems women have been facing, the Oromia Regional Government 

encourages affirmative actions and has enacted and formulated different laws and policies that 

address gender issues. The regiona l government has also established Women' s Affairs Bureau, 
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Departments and Offices at Regional, Zonal and Woreda (District) government levels 

respectively for successful accompli shment and coordi nation of gender issues. Furthermore, the 

regional laws and policies demand al l organizations in the region to inc lude gender issues in their 

development plans. 

Although encouraging effor1s have been made by the regional government, to enhance women's 

access to managerial positions, women have been almost denied decision making positions. 

Appreciating encouraging effor1, identifying the number of women managers at each levels of 

management and critical ly ana lyzing the chall enges and opportunities women managers face in 

the dynamic environment become very essential to find out appropriate solutions. Assessing the 

activities of all concerned parties is also very essential to take corrective actions time ly. 

Therefore, th is study attempts to find out the chall enges and opportunities facing women 

managers in the Oromia National Regional level Bureaus and Offices. 

1.2. Statement of the Problem / 

Management is traditionally considered as men 's occupations. Because of this traditional attitude 

women face many challenges to hold and progress in managerial positions in add ition to other 

barri ers. In spite of this, in recent years the number of women managers has been increasing 

worldwide. Based on hierarchal order, however, they are concentrated at lower levels. They 

could not be ab le to breaktlu'ough to the top management positions (Wi rth, 200 1). Wirth 

explai ned that in addition to the "glass ceiling" effect that hinders the go ing up in the 

organizational hi erarchy, women managers are expected to face more problem than men 

managers. This is because they ex perience challenges both at paid work /job and unpaid house 

hold tasks. Other forces are also created pressure on women managers and forced them to work 

highly under stressful conditions as compared to men counterparts. 

In response to the challenges facing women in the Oromia region, the regional government has 

taken different initiatives. The regional govenunent has formulated different po li cies to avoid 

gender discrimination problems in employment and other development activities. Although the 

responses of Oromia Regional GovenUllent to so lve the probl ems of women are encouragi ng 

generall y, they are no! able to enhance women 's share of managerial positions. In this regard , the 

Oromia Civil Service Commi ssion (2007) reported that ou! of tota l appointed civil servants 

women consti tuted only II percent in 2006/07 Ethiopian fiscal year. The report, however, do 
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not show the distribution of women managers in management ladder. It also failed to indicate the 

size of women managers who ho ld manageri al positions tlu'ough meri t system. Furthermore, 

even for the appo inted WOmen managers their di stribution at different levels of government and 

branches of government were not indicated clearl y. Despite these facts, generall y the figu re 

indicates that wo men are underrepresented in managerial jobs in the Oromia regional state 

governmental organizations. The Oromia Women Affairs Poli cy (2005) also indi cated ex istence 

of persistent gender discrimination in occupations and other aspects of development. Thus, the 

adequacy of the initiatives taken by concerned bodies to enhance women's share of managerial 

positions at all levels is questionable. Therefore, adequately identifying all the challenges and 

opportunities fac ing women managers is very essential for decision-making. Accordingl y, this 

study was devoted to provide adeq uate information on the challenges and opportunities fac ing 

women managers in Oromia Regional bureaus and offices. Basic research questions ofthe study 

include: 

1. What is the percentage distribution of managerial positions by women managers in the 

management hi erarchy in the executi ve branch bureaus and offices of Oromia? 

2. What is the atti tude of subordinates towards women managers' behavior and performance 

in the executivc branch bureaus and offices of Oromia? 

3. What challenges and oppOltunities fac ing women managers in the executive branch 

regional bureaus and offices? 

4. What personal challenges do women managers are fac ing (that limit their managerial 

performance and chance of holding better management positions) outside of their bureaus 

and offices? 

5. What are the initiati ves taken by the regional bureaus and offices and the regional 

government to so lve challenges of women managers? 

4 



1.3. Objectives of the Study 

The general objective of the stud y is to find out and analyze the chall enges and opportunit ies 

facin g women managers in the Oromia Regional bureaus and offices. The specific objectives of 

the study are : 

1. To identi fy the percentage di stributi on of manageri al pos itions by women managers in 

the management hi erarchy in the executi ve branch bureaus and offices of Orom ia; 

2. To identify the attitude of subordinates towards women managers' behavior and 

performance in the executi ve branch bureaus and offices of Oromia; 

3. To identi fy and analyze the challenges and opportunities facing women managers 111 

the regional bureaus and offices; 

4. To identify and analyze personal chall enges of women managers that limit their chance 

of holding better manageri al positions outside of their bureaus and offi ces; and 

5. To find out initiatives taken by regional bureaus and offi ces and the regional 

government ofOromia to so lve the problems of women managers. 

1.4. Significance of the Study 

The study wou ld be signifi cant fo r decision makers and academicians. The study would prov ide 

up to date valuable inforn1ation on the status of women in management and the chall enges and 

opportuniti es fac ing women managers in the region. Secondly, s ince the study intends to ind icate 

important areas of policy interventions it would allow decision makers to revisit and correct 

ex isting gaps and thereby fac ilitates situations to reali ze gender equality in managerial 

occupations in the regional bureaus and offices. The stud y wou ld also be significant for 

academicians. It cou ld serve as a base for academicians to conduct further research work in the 

area. That is the possible gaps and the identified limi tations of the stud y mi ght ini tiate 

researchers for further research work . In short the study would also be sign ifi cant because the 

result could insp ire decision makers to make policy interventions and initiate further resea rch 

work and hence could contribute to problem solving and knowledge bu ilding simultaneo usly. 
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1.5. Scope of the Study 

Generall y, the scope of the stud y is limited to the executi ve branch regiona l level bureaus and 

offices of Oromia Regional State. The legislati ve and the judic iary organs of government are not 

included. Zona l and Distri ct (Woreda) level executive branch administrati ve offices are not al so 

included in the study. Furthermore, the stud y covers the period between 2002/03-200617 . This 

research concentrates only to a section of human resource i. e. the women managers and to micro­

human resource functional areas of "chal lenges and opportunities". Other human resource 

functions related to and "strengths and weaknesses" of and "conflicts and tensions" encountered 

by women managers have been excluded from the scope of the study. 

1.6. Limitations of the Study 

There are three majo r limitations of the study. For one, the type of manageri al occupations held 

by women managers is not considered. Alternati vely the share and di stribution of diffe rent 

managerial jobs (SUpp0l1i ve and strategic) among women managers are not investi gated. For the 

other, the impacts of the difference in managerial activities between women and men managers 

on women's share of managerial positions are not adequately investi gated . Thirdly, interview is 

conducted onl y with foca l persons (Gender Officers and Head of Women Affairs Bureau ). 

Given that the responses of the interviewees are not cross checked with other expected o ffi cials 

the study could experience limitations consequentiall y. Generally, the study experienced 

weaknesses because of lack of addressing women managers ' types of occupations, inadequate 

investigation about the impact of difference in management styles between women and men 

managers on women 's share of management, and slightly limited generali zation due to lack of 

involving other concemed officials in the interview. And, these gaps are expected to be fill ed up 

by other researchers. 

1.7. Research Design and Methodology 

1.7.1. Type of Reseuch 

The study was aimed at ana lyz ing and presenting the ex isting chal lenges and opportuniti es 

facing women managers in the regional bureaus and offices o f Oromia State. Hence, descripti ve 
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type (survey) of research method was used. In other words, col leted data was analyzed 

descriptively with out control over the variables of the study. 

1. 7 .2 . Population of the Study 

The population of the study were both women and men managers in the regional leve l execut ive 

branch bureaus and offices of Oromia State. Male managers were included to identify their 

attitude towards female managers. Both sexes' subordinates were also included in the stud y to 

identify their att itudes towards wo men managers. In short, both sex's managers in management 

hi erarchy as we ll as their subordinates (both sex) were the population of the study. 

1.7.3. Sample Size 

For primary data, 30 percent of men managers (185) and all women managers (20) were 

included in the study. Women managers were totally included in the study because their size in 

terms of number was very few compared with men counterparts. With respect to subordina tes 15 

percent from each sex (male=517, fema le=417) were included in the sample. Finally, out of 33 

executi ve branch's regional level bureaus and offi ces 30 percent (10 in number) were included in 

the sample. 

1.7.4. Sampling Design and Sampling Technique 

To select representative sample from population of both sexes ' subordinates strat ifi ed sampling 

tecimique was used. This sampling technique was prefelTed to enhance the accuracy of the study. 

From the types of stratified sampling (disproportionate strati fied sampling and proportionate 

stratifi ed sampling) propoliionate stratified sampling was used to draw proportional size of 

sample from each stratum ; male and female subordinates. Sample of both sex subordinates were 

drawn using simple random sampling technique. To draw sample fro m men managers' 

population simple random sampling technique was used to allow equal chance fo r members of 

the popUlation to be included in the sample. Similarly sample bureaus and offices were selected 

using random samp ling method. Samples were drawn fro m each population of the stud y using 

lotte!·y method of simple random sampling technique except in the case of women manage r 

where census was used to collect data because of thei r greater under-representation. Sampling 

frame was obtained from employees' payroll and 2005106 employee's placement as a resu lt of 

organizational restructuring document (for manageri al employees). Organizational restructuring 
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document of the stated year was used as sampling frame because most managers were changed 

their previous positions as a result of business reengineering (which was on pilot test duri ng data 

co llection) in most sampled regional bureaus and offices. To summarize, di sproportionate 

stratifi ed sampling techni que, simp le random sampli ng teclmique and census were used to co ll ect 

data from the population of the study. Employee payrol l and employee placement due to 

organi zational restructuring document were used as sampling frame and samples were drawn 

fro m the population using lottery method except in case of women managers. And hence, 

conclusions of the study have become sound despite ind icated li mitati ons. 

1.7.5. Data Source and Type of Data 

Both primacy and secondary data were co lleted from all avai lab le sources with in the scope of 

the study. As secondary data source the Constitution of FDRE, the Constitution of the Regional 

State of Oromia, the Civil Servants Proclamation of the Regional State, the Famil y Code of the 

Regional State, Disciplinary and Grievance Procedure Regulation of the Regional State, Human 

Resource Management Directive of the Regional State, and Regional Women Affairs Policy 

were used. FlIlthermore, human resource profile report of the region which was compli ed by the 

Oromia C ivil Service Commission, and organizational restructuring and employee placement 

documents were reviewed. Primary data was collected using questionnaires and interview 

guides. The data were of both quantitative and qualitative in types. 

1.7.6. Data Gathering Tools 

Two data gathering tools were used for collecting data I]-om primary data sources. Secondary 

data was co ll ected using review and inspection of the indicated source documents. 

Questionnaires and interviews were utili zed to co ll ect data from primary sources. The 

questiOimaire was by and large closed ended types. Only one open ended questions was included 

at the end in order to so licit respondents for recommendations. QuestiOimaires for managers and 

subordinates were s li ghtly different from each other. In the questionnai res variab les were 

measured 111 nomina l and ordinal scales. The majority of the variables were attitudinal and 

measured using Likert scale w ith fi ve response categories (strongly agree, ----, strongl y 

disagree). The Likert sca le method was preferred to make questions interesting to respondents 

and thereby enhance their cooperation; ultimately to ensure maximum response rate (Robson 

Colin, 2002). Semi-structured type of interview was used for an interview so as to ensure 
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flexibility and avoid unnecessary inconveniences . Questionnaires and interview questions were 

translated into A/an Oromo (Annex Sand annex 6). Engli sh (Annex 3 and Annex 4) version and 

the translated questionnaires and interview guide (Annex 7) have been aImexed. 

1.7.7. Procedure of Data Collection 

A questionnaire which was translated into A/an Oromo was admi nistered to sample respondents 

at their work place (bureaus and offices) personall y. Respondents were briefly to ld about the 

purpose of the study and encouraged to cooperate. Co llection of responded questionnai re is 

started after a week from date of admi nistration and continued for a month. IJ1lerview was 

conducted with interviewees by appo intment. The interview peri od was almost managed withi n 

an hour fo r every interview except with the Head of Women Affairs Bureau which took about an 

hour and ha lf. Interview was conducted parall el to co llection of responded questionnaire and was 

completed with interview of Head of Oromia Women Affairs Bureau a month later after first 

interview with gender officer at the Oromia Water Resources Bureau. To obtain data fTom 

secondary sources, concerned officials were approached and some of the available documents 

were photocopied while others were returned to the officials after being reviewed 

1.7.8. Response Rate and Data Coding 

Questionnaire was distri buted to 56 men managers (30 percent of popul ation) and 20 women 

managers. Questionnaire was also administered to 76 male and 63 female subordinates. The 

response rate for men and women managers was 80 percent and 90 percent respectively. The 

response rate for male and fema le subord inates was 84 percent aIld 87 percent correspondingly. 

Out of the total response rate of men and women managers 84 percent and 89 percent of the 

questionnaire was used for aIla lys is. Similarly 88 percent and 9 1 percent questionnaires fill ed 

by male and female subordinates were used for ana lysis. The remaining questiOlmaire filled by 

managers and subordinates were rejected because of two major reasons. For one, most of 

rejected questiofll1aires were filled by respondents carelessly. For the other, there were many 

missing values in some of the questionnaires responded by participants. In short questionnaires 

that were fill ed care lessly and had missing va lues were rejected. In coding the responses, male 

respondents were given code number "I" and female respondents were given code number "2". 

Positive atti tudinal scales statements were coded as (strongly agree (5), ----strongly di sagree (I)) 

while negative statements were coded in the opposite direction (strongl y agree (I) , ----- , strongly 
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disagree (5)). The remai ning vari ables of interest were coded starting with code number " 1" for 

the first variable and proceed to end accord ingly following the natural number order. Open ended 

questions and interv iews responses were not coded and were simply narrated at suitable pl ace. 

1.7.9. Method of Data Analysis 

Collected Data from primary sources were organized and interred into SPSS version 13 program 

(computer operated software program). Data collected from secondary sources were organized 

manually. Quantitative data were presented in tabular form. Quantitative data were presented 

and discussed in narrative fonns. Percentages and ratio (for few secondary data) were computed 

for secondary data and to present demographic features of women and men managers' 

respondents. Mean, standard deviation, standard error mean, and a two tai led independent 

sample t- test at 95 percent confidence interva l was computed fo r all variables of interest using 

SPSS version 13. However, in the analysis only the results of mean and t-test value were used. 

Independent sampl e t-test was employed to compare means of women and men managers ' 

respondents, and means of male and female subordinates respondents and thereby determ ine the 

extent of challenges or opportunities fac ing women managers. Two tai led t-test was uti li zed 

with the basic assumption that variance of the two group are approximately equal (homogeneity 

of variance). The upper va lue of" t" was used when equal variances were assumed (homogeneity 

between population was not violated) while the lower value of "t" was used when equal 

variances were not assumed. Levene's test for equality of variances value of "F" and "Sig" 

were compared to decide the va lue of "t" to be used. When Levene's test for equality of variance 

fo r value "F" was less than the value of "S ig", the upper va lue of "t" was used; implying 

homogeneity between populations was not violated. Conversely, when Levene's test for equal ity 

of variance for va lue "F" was greater than the value of "Sig" the lower value of "t" was used 

(SPFS.1997). A two tailed independent t- test was used to identify the ex tent of similarit y/ 

difference between the two groups of population (men and women managers, and male and 

female subordinates) over variables of interest and make implications accordingly. Qualitative 

data were analyzed in narrative forms using direct quotation teclmique. 
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1.8. Organization of the Thesis 

The Thesis has been subdivided into four chapters. The first chapter deals with the introduction 

of the stud y. The nex t rev iews literature in the area. The third chapter is conce rned with data 

analysis, interpretation and discussion of findings. Finally, the last chapter is on conclusions and 

policy implications and recommendations. At the end there is a bibliography and some 31mexes. 

1.9. Definition of important terms 

I . Glass ceiling refers to "the invisible 31tificial baniers, created by attitudinal and 

organizational prejudices, which block women from senior executive posi ti ons" (Wirth, 

2001).lt is vertica l barrier. 

2. Glass wall is a minor of occupational segregation patterns which restricts women 

managers to areas less central or strategic in organization and concentrates them in 

certain areas (Wilth, 200 I). It is hori zontal barrier. 

3. Challenges refer to all fac tors that restrain women managers to perform managerial duties 

effectively and advance in managerial occupations. 

4. Oppoltunities in this study denote all factors/si tuations that could facilitate better 

conditions for women managers to perfOlID manageri al duties successfu lly and hold 

better managerial jobs. 

5. Manager refers a person who has at least one follower and makes decision about the 

allocation of resources. 

6. Top management level denotes managerial group that are found at the top of the 

organization and makes strategic decision 

7. Middle management represents those managers who are responsible to translate strategic 

decisions of top management and serve as a bridge between top and lower level 

management. 

8. Initiatives designate positive measures taken by organization or government to create 

suitable environment for women to join and advance in managerial occupation. 
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2.1. Introduction 

CHAPTER TWO 

REVIEW OF LITERATURE 

Women have been under- represented in managerial jobs and in the hall s of government. Man y 

explanations are given by different scholars fo r the under- representation of women in 

management. The chall enges facing women managers are also identified . To overcome the 

obstac les many solutions have been recommended. Di fferent poli cies have been made fo r 

promoting women in management both at international and national levels. In thi s chapter we 

shall review the literature related to the status of women in management and leadershi p 

positions, policies fo r promoti ng women in management, status of women in Ethiopia, 

challenges faced by women managers and leaders, and so lutions to overcome the challenges of 

women in management and leadership and conceptual framework of the study. 

2.2. Conceptual Framework 

2.2.1. Definition of Management 

Many authors have defined management in many different ways . In thi s stud y management is 

conceptuali zed as the process of plaIUl ing, organizing, staffi ng, directing and controlli ng 

systemati call y the wo rks of all organ izationa l members and other resources to achieve both 

organi zati onal and employees' goals. Furthermore, a manager in thi s study refers to a person 

who has at least one fo llower and makes deci sion about the allocation of resources. 

2.2.2. Human Resource Management 

Human resource management is concerned with effective and effic ient uti li zation human 

resource in the organization. It is the systematic approach to management of capabili ties o f 

people in organ izat ion. Mondy and Noe (1990) defi ned human resource management as " the 

effective util izati on of human resources to achieve organ izational objecti ves". H uman resource 

management encompasses di fferent acti vities often ca ll ed human resources management 

funct ions. Basicall y these functions address all issues fro m human resource pl an ning to 

separation of employees from the organ ization. For the sake of the present stud y, human 
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resources recruitment and se lecti on, human resource perfo rmance appra iSJlI';human resource 

trai ning and development, and human resource career deve lopment are fo und highl y relevant. 

These human resource fu nctions are conceptuali zed briefl y as fo llows. 

2.2.2.1. Human Resource Recruitment and Selection 

According to Mondy and Noe (1 990) recrui tment refers to " the process of attracti ng individuals 

on a ti mely basis, in suffi cient numbers and with appropriate qualification, and encouraging them 

to apply fo r jobs in an organi zation". Recruitment is concemed with fi lli ng both present and 

anti cipated vacancies that mi ght ex ist in the future because o f different situation. Recruitment is 

influenced by both internal and external environmental factors. Werther et aI. , (1996) defined 

human resource select ion as the process of choos ing the best candidate among job applicants to 

fill vacant posi tions that are created in the organi zation. Employee selecti on has a number of 

implications on human resource, management. Mondy and Noe (1 990), Werther et aI. , (1996) 

and Chatteljee(1990) indicated that employee selecti on should be based on systematic app roach 

so as to benefit from selection decision. They underscored that organization sho uld design 

appropriate employee selection system and practice them effecti vely. 

2.2.2.2. Human Resource Performance Appraisal 

Human reso urce perfo rmance appraisal refers to the identification, meas urement and 

management of employee 's performance In organi zation. Fundamenta lly human resources 

appraisal resul t is used for human resource administrati ve decision (promoti on, demotion, 

transfer etc), employee's feed back and development, and human resources poli cy and program 

eva luation . In order to serve these obj ecti ves human resource performance evaluati on ought to be 

based on appropriate appraisa l design and teclmiques depending on the situation. Generall y it is 

suggested that employees' perfo mlance evaluati on should be based on objecti ve fac ts and avo id 

bias as much as possible for the common good o f organization and employee (Mondey& Noe, 

1990; Werther et aI. , 1996; and Chattelj ee , 1990). 

2.2.2.3. Human Resource Development 

Human resource development is planned, continuous effort by management to improve 

employees' competency level and organizational perfo rmance through training, educati on and 

development programs (Mondy& Noe, 1990). With respect to the importance of human resource 
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development, Scarpello and Leduinka (1988) pointed out that in the absence of appropriate 

human resource development programs; recruiting, selecting, ori enting and then plac ing 

employees in jobs do not ensure success. Furthermore, they have indicated that an appropriate 

human resource development program that is based on need analysis greatly benefits both 

organizations and employees. 

2.2.2.4. Career Development 

Career development is the personnel activity which helps individuals plan their future careers 

within the organization in order to help the organization achieve its objectives and the employee 

achieve maximum self development (Werther et ai , 1996). The principal aim of career 

development is to help employees analyze their abilities and interests to better match persOimel 

needs for growth and development with the needs of organi zation. In add ition career 

development is a criti ca l tool through which management can increase productivity, improves 

employees' attitudes toward work, and develop greater worker satisfaction . To attain the des ired 

objectives it is suggested that career development programs should emphasize; career equity, 

supervisory concern, awareness of opportuniti es, employees ' interest and career satisfaction of 

employees. 

2.2.3. Leadership Theories 

Leadership is defined in many different ways. Almost all authors agree that leadership is the 

activity of influencing people to strive wi llingly for group objectives. Leadership in thi s study is 

defined as the ability of an individual to influence, motivate and enable others to contribute 

towards the effectiveness and success of the organizations of which they are members. 

There are many approaches to leadership. The approaches, however, systematically can be 

grouped into three broad theories. These include; trait approaches to leadership, the behavioral 

approaches to leadership, and the situational approaches to leadership. Each discussed below 

briefl y. 

2.2.3. 1. Trait Approach to Leadership 

Trait approach to leadership is the oldest leadership perspective. The approach is devoted to 

identify the traits that distinguish leaders and non-leaders. Accordingly, advocates of the 

approach try to identify the traits of leaders. The identified traits include; intelligence, 
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dominance, self-confidence, physical energy, tasks related to knowledge, integrity and honesty. 

According to trait leadership theorists, these characteri stic are relatively stable and enduring. 

They also believe that all individuals do not have these quali ties, on ly those who had them would 

be considered potential leaders. Consequentl y, they suggest leadership training wou ld be helpful 

onl y to those with inherent leadership traits. The approach is cri tici zed for its failure to proci uce 

one personality trait or set of qualiti es that can be used to discriminate leaders and no- leaders 

(Griffin & Moorhead, 2001; Heresy, Balnchard, et aI. , 200 I ) 

2.2.3.2. Behavioral Approach to Leadership 

The behavioral approach to leadersh ip is emerged against the critics of the trait approach to 

leadership. In this approach, personal characteristics are considered less important than the actual 

behaviors leaders' exhib it and hence devoted to detemline what behaviors are associated with 

effective leadership. 

The behavioral approach to study leadership includes tlu'ee studies or sub-approaches. These are 

the Michigan studi es, the Ohio State studies, and the Leadership gird. The Michigan leadersh ip 

study identifi es two basic forms of leadership. These are job-centered leadership behavior and 

employee centered leadership behavior. Job centered leadership behavior pays close attention to 

the work of subordinates and mainly interested in performance. Employee centered /employec 

orientation/ leadership behavior attempts to bui ld effective work gro ups and hi gh performance is 

accomp li shed by paying attention to the human aspect of the group. 

Simil ar to the Michi gan studies, the Ohio State studies of leadership behavior found two kinds of 

leadersh ip behavior. These are consideration behavior and initiati ng-structure behavior. 

Consideration behavior leader is concerned with the followers ' fee lings and respect fo llowers' 

idea. Initiating-structure behavior, on the other hand, the leader c learl y defi nes the leader­

follower ro les so that subordinates know what is expected of them. 

The leadership grid is a modifi ed concept of the Ohio State and Michigan studies. The two 

dimensions of Ohio State studies are combined and integrated to form a nine-by-nine grid. The 

approach identifies five leadership styles in four quadrants. These are; impoverished 

management ( I , 1), country club management (1, 9), authority-obedience management (9, I), 

organ izational man management (5 , 5), and team management (9, 9). The developers of the grid 

suggest that the 9.9 combination of leadership behavior is the most effective leadership style. 

15 



That is a manager with thi s style wil l be the most effecti ve leader. Accordingly, in grid training, 

managers are rated on thei r performance centered behavior (concern for production) and 

maintenance-oriented behavior (concern for people) (Bateman & Snell , 2002; Griffin& 

Moorhead, 2001 ,and Heresy, Balnchard, et al .2001). 

2.2.3.3. Situational Approaches to Leadership 

The proponents of situational leadership approach believe that there is no one best way to 

influence people. Accord ing to Heresy, Blanchard et al (200 I) and Bateman and Snell (2002) 

situational leadership approach focuses on the observed behavior of leaders and their group 

members (fo llowers) in various situations. More spec ifically, si tuational leadership is based on 

an interplay among (I) the amount of guidance and direction (task behavior) a leader gives; (2) 

the amount of socio-emotional support (relationship behavior) a leader provides; and (3) the 

readiness level that fo llowers exhib it in performing a specific task, function or objective. There 

are many situational theories ofleadership. The path-goal theory ofleadership , Vroom's dec ision 

tree approach to leadership, transfOlm ational leadership and transactional leadership, and the 

Heresy and Blanchard model are in the list. 

The Path-Goal theory of leadership focuses on the situation and leader's behaviors rather than on 

fixed traits of leaders .The theory argues that subordinates are moti vated by their leader to the 

extent that the behaviors of that leader influence their expectancies. That means the leader affects 

subordinate's performance by clarifying the behaviors (paths) that will lead to desired rewards 

(goals). The path-goal theory of leadership has identified four kinds of leadership behavior: 

directive (the leader tell the subordinate everything abo ut the job), supporti ve (the leader is 

fri endl y and shows concel11 for subordinate's well-being and needs), participative (the leader 

participates subordinate in decision making) and achievement oriented (the leader sets 

challenging goals, expects subordinates to perf 01111 at their highest level, and show strong 

confidence that subordinates wi ll put fOlth effort and accomplish the goals). Personal 

characteri stics of subordinates and the characteristics of the environment are the two of 

situational facto rs that influence how leader behav ior relates to subordinate sat isfaction (Mullins, 

1996; Moorhead & Griffin , 200 1; Bateman& Snell , 2002; and Heresy, Blanchard , et aI. , 200 I). 

The Vroom Decision Tree approach to leadership focuses on assessing the si tuation before 

detennining the best leadership style. That is why the model is named by "deci sion tree 
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approach". The approach assumes that the degree to which subordinates should be encouraged to 

participate in decision making depends on the characteristics of the situation . The model clearl y 

indicated that there is no one decision-making process that is best for all situations. The 

situational factors, in order of consideration are: decision significance, the importance of 

commitment by followers, the leader's expertise, the likelihood of commitment by followers , 

group suppOtt, group expertise, and team competence (Bateman & Snell, 2002; and Moorhead & 

Griffin, 200 I). 

The Heresy and Blanchard model of leadership is one of the popular perspectives of leadership . 

The model is based on the notion that appropriate leader behavior depends on the read iness level 

(maturity) of the leader's followers. Mullins (1996) has defined " read iness as the extent to which 

followers have the ability and willingness to accomplish a specific task". From the combination 

of task behavior and relationship behavior the model has derived four styles of leadership. These 

are telling, selling, participating, and delegating. In telling, the leader emphasize high amount of 

guidance (task behavior) but limi ted supportive (relationship) behavior. This style is most 

appropriate for unable and unwilling fo llower. The selling style (di rective and relationship 

behaviors) is most appropriate for low to moderate follower readiness . In participating, the 

leader emphasizes a high amount of two way communication, supportive (relationship) behavior 

but low amount of guidance (task behavior). This style is most appropriate for moderate to high 

follower readiness . Finally, in delegating, the leader emphasizes li ttle direction or support with 

low level of the task and relationsh ip behaviors. This style is most appropriate for high follower 

readiness. It is suggested that as the maturity of followers improves, the leader's basic style 

should also change (Mullins, 1996; Heresy, Bl anchard et aI., 2001). 

Transformational leadership is di fferent Ii·om transactional leadership approach. Mcshane and 

Glinow (2000) have defined transformational leadership as "a leadersh ip perspecti ve that enables 

leaders to change teams or organizations by creating, communicating and modeling a vision for 

the organization or work unit and inspiring employees to strive for that vision" . Moorhead and 

Griffin (200 I) similarly defined transformational leadership as " the set of abilities that allows the 

leader to recognize the need for change, to create a vision to guide the change and to execute the 

change effectively" . On the other hand, these authors have defined transactional leadership as "a 

leadership approach that helps organizations ach ieve their current objectives more effi cientl y by 

linking job performance to val ued rewards and ensuring that employees have the resources 
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needed to get the job done". Furthermore, they said that the contingency and behavioral theori es 

described earlier adopt the "transactional perspective because they focus on leader behavior that 

improves employee performance and satisfaction". Finally, they suggested that some leaders can 

adopt either transformational or transactional perspective depending on circumstances. 

2.3. Women in Management 

Senior officials in managerial jobs generally represent only a relatively small proportion of the 

total work force. In 1998 in 29 countries, such jobs ranged 2- 16 percent. Studies pointed out that 

out of the total managerial occupations the share of women is insignificant. The pace of change 

is also slow and progress has generally been uneven despite the fact that the proportion of 

women in management has doubled or tripled in some countries . Furthermore, it was shown that 

managerial jobs have been increasing since 1970's particularl y because of the developing tertiary 

sector and growth in public sector. As a result the rate of women 's participation in managerial 

jobs has been increasing (Wirth , 200 1). 

Particularl y the expansion in service sectors (especially public service) has gIven more 

opportunities to women to embark on manageri al jobs while they remain underrepresented when 

compared to the increase in the labor force as a whole. Generall y, women's share of management 

positions does not exceed 20 percent and the more senior is the positions invo lved, the more 

clear is the gender gap. Even in countri es where women hold over 40 percent of total 

employment, their share of legislative, senior official and manageri al job is less than 30 percent. 

Women seem to experience difficulty in obtaining executive jobs in large organizations even 

though they often have greater opportunity to j unior and middle management levels in the same 

organization (Japan , USA, Brazil, and UK are cited as examples) (Wirth, 2001; and Klenke, 

1999). 

Inherent discrimination in the structures and process of both organization and society is 

identified as the bottleneck fo r women 's advancement in management and political 

representation. These situations are generall y illustrated by the terms "glass ceiling" and "glass 

walls". The glass cei ling con tinues to limit women's access to senior management and top 

management positions despite women' s interest in professional and managerial jobs and the 

predicted shortages of highl y qualified managers. In those large organizations where women 

have managed to reach higher level managerial posi tions, they are often restri cted to areas less 
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central or strategic to the organization such as human resource and administration. Women are 

not moving quickly enough and in sufficient numbers into line or strategic positions. It is still 

extremely difficult for women to move laterall y into strategic areas such as product development 

or finance and then upwards through the central pathways to key executive positions in the 

pyramidal structure; that is characteristic of large organization. When it comes to po li tical 

representation, women also experience 'glass ceiling" effects although is some cases, such as in 

the Scandinavian countri es, they have managed to climb higher than in the corporate world of the 

private sector. The world average fo r women representatives in national parliaments stands at 13 

percent in 1999 (13.4percent in single and 10.9percent in upper house/senate) . [t is also 

indicated that worldwide the number of women who hold the most senior positions of po li tical 

leadership serving either as prime minister or presidents of their countries has increased steadil y 

since 1960. However similar to the case in managerial positions they are concentrated in certai n 

areas which are more closely related to women 's perceived socia l roles and therefore usually 

considered normall y suited to women (Klenke, 1999; Wirth, 200 1; UN, 199 1; UN, 2000; and 

UNRISD, 2005). 

Jaquette (2000101) and Wirth (200 1) elucidated that women 's share of managerial positions and 

IIneler-representation of women in politics is not related to level of development of the nation and 

their share of total employment. The case of Denmark and Israel where women hold over 40 

percent of the total employment and almost lack great access to more qualified jobs 

(management) and the ex istence of more signi fi cant number of women managers In some 

developing countries (Colombia, Costa Rica and Philippines) are the examples of their 

argument. 

Women and men are also different in the hierarchy of positions with jobs. Even in occupations 

dominated by women, men usuall y occupy the more skilled, responsible and better paid 

positions. Occupational segregation which was induced because of social attitudes and gender 

inequality in education and training has created significant pay difference between men and 

women workers. Although women reached almost similar professional occupations they are 

concentrated in lower status and less well paid occupations. Even where the rates of pay may be 

similar, actual earni ng can vary because of di fferent sa lary packages offered to managers. 

Occupational segregation of jobs which di vides jobs between paid employment and unpaid care 

work further perpetuates image of women as "secondary workers". It has been underscored 
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further that even though the gap is slowly closing yet it is li kely to remai n while occupati ons are 

still highl y segregated by sex (Veiga and Yanouzas, 1976; Wirth , 2001 ; and UN 2000). 

Wo men managers are very few at the top of the organi zational hi erarchy. Affi rmati ve actions 

rarely reach upper levels and 0ppoliunities for subtl e discrimination are far greater. The attitudes 

of male managers, the predominant deci sion makers at the upper levels, have not changed and 

those attitude negati vely affecting women's opportuniti es to advance into positions of power and 

in fluence structural changes. There is strongly held attitude of " think manager think male" 

among dec ision makers who are men who will keep wo men confin ed to middle and lower leve l 

jobs. Senior managerial jobs are still seen as "men's jobs". Consequently, women are still 

minority of senior management staff especially in large corporations although they may employ 

more women 111 management (Brerlller, Tomkiewicz & Schein, 1989; Brown, 1979; and UN, 

2000). Brenner, Tomkiewicz and Schein (1989) further speculated that the increase in the 

number of women in lower and middle manageri al positions can be attributed in part to the 

power of the law and the interna l corporate changes designed to implement the law. Details of 

the challenges faced by women managers wi ll be di scussed in a separate topic (see 2.7). 

2.4. Women in Leadership 

Several studies have been conducted on women in leadership. The resul ts of these studies are 

not the same. While there are arguments suggesting gender differences in leadership style, there 

are also arguments that there are no gender differences in leadership style or behavior between 

men and women. Some reported that men and women are different in signifi cant ways 111 

leadership (especiall y old studi es). Others found no differe nce between male and female leaders 

in thei r leadership roles. 

Ros lyn (1971) in Brown (1979) argued that men and women are di fferent in signifi cant ways, 

with men being more aggress ive and prove to visuali ze and with women begin more perceptive 

to reality and likely to sustain interest in completing a real job. Similarly, Eagly et aI., (200 I) 

cited in Manning (2002) ind icated that women are superior on transformational leadership and 

males higher in the transacti ona l styles of management., Komi ves , 199 1; and Davison, 1996 in 

MaIming (2002) pointed out al so that males are higher in vision creation and females are 

repolied more in vision implementation. 
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Earl y studies of differences between females and males in leadershi p fo und the difference is 

related to gender, with males being more "task oriented" and females more concel11ed wi th 

"socio-emotiona l" issues. Recent research emphasizes the fact that the leal11ed di fference in 

gender roles can be an advantage in organizational ro les that require these characteristi cs. Thus, 

feminine characters are more appropriate for "transformational leadersh ip" and masculine 

characteristics more appropriate for " transactional leadership" where the leader role doesn' t 

require an excess of either feminine or masculine characteristics, female and male are both found 

to be equally effective. Furthennore, it is argued that transfonnationalleadership permits women 

to simultaneously carryout leadership and gender ro les (Hare et aI. , 1997). This style of 

leadership is particul arl y recommended as organizations move toward contin uous quality 

improvement and employee empowerment. Klenke ( 1999) argued that specific contextual 

facto rs framed by the culture of a given country on global region influenced the emergency of 

the women leader, determined her leaders style and shaped her success or failure while in office. 

The context could be political, historical or social: it may be religious , military or techn ical. 

Women managers are more likely than their male counterparts to incorporate citi zen input, 

fac ilitate conununicat ion and encourage citizen involvement in their decision mak ing process. 

Female vo ice embraces the ideas of responsibility, caring and interconnectedness, while the male 

voice embraces adherence to rul es and individuali sm. Women managers are more paliicipati ve 

and encourage parti cipation; share power and in fo rmation more readil y, enhance the self-wo rth 

of those around them and tend to energize others. They have high level of intuition about 

people, an interest in offering more prices to employees, a greater interest in giving orders 

"kindly" a greater sensitivity to subordinates needs, a high level of compromise and conc iliation, 

and a di fferent approach to team work. They are more like ly than men to attempt and faci litate 

communication between the employees. They act as intermediary between the employee and the 

organi zation. Genera lly, women managers seem to utili ze skill s that further the democratic 

principle of "govel11in g by the people". The skills and values that women managers demonstrate 

can help to advance the legitimacy of govern ment (Fox & Schulm1ann, 1999; Oshagbemi & Gi ll , 

2003; UN, 2000). 

Jolmson (1 993) stated that the social ization process fo r boys and for girls, unequal access to 

structural resources of power and status, and the status of male and female in the society because 

of expectation state are the causes for the difference in leadership behavior of men and 
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women. Generally, however, the structural approaches, an indication that formal positions and 

associated power resources have stronger effect on behavior than does gender has got strong 

support. A structural position has got more support than expectation state too . 

The opposite positions or argument for difference between women and men leadership 

perceives little or no gender difference in leadership styles. The results of many studies have 

indicated that the absence of sign ificant difference between male and female in leadership . It 

has been underscored that no actual difference in leader behavior espec iall y if they have the 

same role. Pa11iculari y, in wo rk, situations with leaders and subordinates researchers consistently 

found no difference between male and female leaders in performance, behavior and subordinate 

satisfaction specifically when demographic characteristics of leaders and employee are 

controlled. Men and women managers have similar va lues on the job and di splay almost simi lar 

personality behavior and characteristics at similar positions. No significant difference In 

transfOlmational leadership and work satisfaction between male and female managers at 

equiva lent leve ls. F1Il1hennore, it is underlined that successful leader posses both stereotypica ll y 

masculine and famine characteri stics. Despite thi s fact , however, little difference has been 

reported. These include; women usuall y obtain their sati sfaction from soc ial network while men 

are form work related va lues, women managers have less face-sav ing and sel [-confid ences, and 

male managers are higher status consc iousness and procedural. And hence, many researchers 

particularly in recent years concluded that, assuming difference in behavior between male and 

female leaders would lead to elToneous conclusions. Consequently, since there are no substantial 

differences in leadership characteri stics between male and female managers, they underlined that 

women and men in management have at least equal claim to transformational leadershi p (Brown, 

1979; Hare Paul et ai, 1997; Kent & Moss, 1994; Chow, 2005 ; Oshagbemi & Gill , 2003). 

2.5. Policies for Promoting Women in Management 

Many studies have indi cated that gender inequalities are deeply entrenched in all societi es and 

are reproduced through variety of practices and insti tutions including policy interventions. They 

poimed out that inequaliti es based on sex are pervasive features of all soc ieti es; they are the 

product of socially constructed power relations, n0l111S and practi ces. To tackle gender 

inequalities many initiatives have been made at international as well as national levels. Some of 

them specifically directed to enh ance women in management and leadership while the majorities 
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are targeted al l fo rms of di scrimination against women. Furthermore, many femini st theori es 

have been developed to enab le women enjoying the same rights and privileges as men. The 

most recognized feminist approach includes Liberal feminism, Marxist feminism , Radical 

femini sm, Socialist feminism , Psychoanalytic and existential feminist thought, postmodern 

femini sm, and Feminist Critical theory (Steans , 1998; and Bandarage , 1984) . 

• Internationall y many initiatives have been taken to promote equal employment opportuniti es and 

to address other gender inequality problems. Almost all intemational level initiatives are ratified 

nearly by all nations as Conventions. These include International Labor Standard on Women 

Workers of 2000, which cover a board range of labor matters and ILO standards on gender 

equality wh ich involve discrimination (Employment and Occupations) convention, 1958, No. 

III and Equal Remuneration Convention, 1951 , No. 100, the Maternity Protection Convention , 

191 9 No.3 which was revised in 1952 and adopted in 2000, and Declaration On Equal 

OppOliunity and Treatment for Women Workers, adopted by 1975. Among global actions taken 

within the Untied Nations systems: the Untied Nations Convention on the Elimination of All 

Forms of Discrimination against Women (CEDA W) adopted in 1979, The 1995 Fourth World 

Conference on Women which was held in Beijing; Global High level Plenatry Review of the 

Beijing Platform for Action which was specifically identified as the Beijing +5 Spec ial sess ion 

of the General Assembl y; "Women 2000: Gender Equality, Development and Peace for the 

Twenty Fi rst Century" which was held in New York (June, 2000); the 1993 UN Genera l 

Assembly dec laration on the Elimination of Violence against Women; and the 1994 

Commission on human ri ghts which appoi nted a special " rapporteur" to examine vio lence 

against women are the most commonly cited initiatives. These conventions generall y cal ls for 

equality between women and men in all aspects and reaffinned that the rights of women are an 

integral pali of uni versal human rights (Wirth , 2001; UN, 2000; UNRISD, 2005 ; and WB, 

1998). 

In particular, signatory countries have committed to ensure "the ri ght to the same employment 

opportunities including the applicat ion of the some criteria for selecti on . .. , the ri ght to free 

choice of professional and employment, the right to promotion, job security and all benefits and 

conditions of servi ce and the right to receive vocational training and retaining ... , the ri ght of 

equal remuneration . .. and equal treatment in respect of work of equal va lue." In add iti on the 

labor legislation of many countries now incorporates principles of gender equality. Signatory 
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countri es elected and formed the CEDA W so as to monitor its implementation (Wirth, 200 I; 

UN, 2000; UNRISD, 2005; and WB, 1998). 

In addition to the international conventions, different poli cies and strategies have been 

formulated and identified. It is underscored that all policies should embrace women and should 

have to address gender-based inequaliti es and constraints. Gender mainstreaming is found to be 

the most important mechanism. Gender mainstreaming is defined as the process and strategies of 

making women's needs and perspectives an integral part of the overall development work of the 

government as opposed to a separate concern . It is about in tegration of women' s concerns into 

all aspects of development plaIU1ing by explicitly considering the actual and potenti al ro le of 

women in all sectors of the economy, and the impact of all policies, piaI1S and programs on 

women vis-it-vis men. Authors stressed the need to give concern for mainstreaming activities. 

They argued that whether policies or programs are gender neutral in their real impact will depend 

on the actual and potential role of women and men in the economy and their pm1icu lar 

constraints and needs. This ind icates that gender blind actions do not necessarily have gender­

neutral impact (Va ldeavi lla, 1995; Lin , 1996; Wirth, 2001; UN, 2000; and UNRISD, 2005). 

Accordingly, it is recommended that programs of reform must take into account from the outset 

the way in which formal and informal institutions are shaped by unequal gender relations. 

Analyzing institutions - set of fOll11al and informal rul es wh ich shape soc ial perceptions of 

people 's needs and roles is important fo r gender justice. It is suggested that institutions usuall y 

wi ll tend to reproduce gender-based inequality by limiting choices unless they are appropriately 

redesigned during the refolm process. Therefore, there must be gender sens itive instituti onal 

arrangement to improve women 's wellbeing. The effectiveness wi ll also depend on cultures of 

the institutions of govemance and the ex istence of appropriate environment. Within the 

institutions govellU11ent and stakeholders should play their expected role effecti vely. 

GoverrU11ent play a fundaJl1ental rol e in regUlating the social , political and economic 

environments and through adopting posi tive or affimlati ve action, and other stakeholder are key 

actors in ri sing awareness, implementing policies 3l1d developing innovative measures to enable 

women to attain and perf 01111 well in managerrient positions and other aspects ( UNRISD, 2005; 

Goetz, 1995 ; and Wirth Linda, 200 1). 
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According to UNRISD (2005), the po li tical and policy contex t o f recent years has presented 

some new opportunities, as well as challenges for the attainment of gender equality and women 

ri ghts. Social policies and "good governance" reform s are identifi ed as the potential 

opportuniti es. Fai lure of liberali zation and deregulation policy to provide a supporti ve 

environment for improving women's wellbeing, and inability of government re fo rm program to 

address gender issues comprehensively are identified as the major challenges (Del Rosario , 

1995 ; UNRISD, 2005; Goetz , 1995; Wirth, 2001 ; Smith , 1992; and McGregor & Tremaine , 

1995). 

Rhode in Smith (1992) in particular argued that trad itional legal framework has created difficu lty 

in dealing with sex discrimination because of focus on abstract rights rather than social context 

and focu s on gender difference rather than the di sad vantage caused by di fferential treatment. 

According to her in a sex ist society, judges and legislatures are just as like ly as anyone else to be 

sex ist. If status quo (which is usuall y constructed in terms of the experience of men) is presumed 

to be normal , victims of status quo are not perceived victims-instead they are perceived as their 

faul ts. She suggested that the need to get past the sameness Idifference debt together to an 

assessment of the fairness of conditions created and maintained by legal policies and business 

practices. In other word carefu l contextual ana lysis is vital to th ink very far beyond or outside the 

confines of predominant public opinion. 

Goetz (1 992), Lin (1 996) and Kardam (1995) underlined that the key to devising strategies to 

change organization to enhance their openness and accountabili ty to women whether as citizens 

of the state, participants of development programs or staff members in organizati ons, is to 

understand the gendered dynamics of deci sion-making and of organizational funct ioni ng. They 

said organizations do not operate in vacu ums, and accountab ili ty and incentive systems are 

shaped by the broader institutional arrangement. Women's interest should be institutionali zed in 

the state and there is a need to work both with and beyond context- restricted perceptions of 

interest to establi sh what might be call ed a strategic presence in po li cy-making. It means that 

management of democracy alone does not add up to an institutional comparati ve advantage in 

the absence of objectives prioritizing gender equity. This requires attention to the way gendered 

outcomes and personnel who, whatever their sex, reproduce gender- discriminatory outcomes 

and accountability for enforcement of sanctions. 
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2.6. Status of Women in Ethiopia 

Ethiopian women generally have lower social, economic and political status than men. This is 

reflected by poor access to education, training and literacy levels; and/or gender stereotyping in 

education and training opportun ities, poor access to health services, poor access to employment 

opportuniti es inc luding wage differences, poor po li tical status, inc luding representation in 

community and formal decision making, etc(EW AP, 1993). With regard to employment, 

women 's access to employment in the formal economic sector is very limited. In 2006 the 

Federal Civil Service Commission census revea led that out of the 490,363 permanently 

employed people at coun try leve l only 33.87 percent were women. In the same year out of 

152, 101 permanent employees in the Oromia Regional State the share of women were onl y 28 

percent (Oromia Civil Service Commission, 2006). Women 's political participation within the 

country is also very minimal. Women consti tuted only 7.6percent , 12 .9percent ,6.9 percent 

, 13.9 percent of the total seats at the federal level, regional leve l, di strict level and the grass 

root (Kebele) level representative inst itutions respecti vely before 2000( WB, 1998). 

The percentage of women in admin istrati ve and managerial works in Ethiopia was 8 between 

198511997. UN (2000) indicated that out of 26 African countri es for which data was avai lab le 

Ethiopi a belonged to the lowest group and was better than only four <.:O untries (Djibouti 2 

percent, Algeria 6 percent ,Zambia 6 percent , Nigeria 6 percent ). 

Ethiopia being a UN member and also signatory country of the Convention on Eliminati on of All 

Forms of Discrimination against Women (CEDAW) has recognized and made commitment to 

take appropriate measures to provide equa l employment opportunity in the country. The 

Constitution of the Federal Democratic Republic of Ethiopia of 1995 guaran tees gender 

equalities in social , politica l and economic matters in Ethiopia. The new Constitution is 

thorough ly gender sensitive that meets the standard of equal ity of CEDA W. It declares that eq ual 

rights of women and men in all aspects and furth er provides affim1ative measures to hasten the 

true equality of women and men. Ethiopia has ratifi ed some other Conventions in addition to 

CEDA W to eliminate gender di scriminations. These conventions include Convention on the 

Poli tical Rights of Women, the Convention on the Traffic in Persons ancl the Exploitation of 

Others and Convention Concerning Discrimination in Employment and Occupations. The World 

Bank (1998) considered these initiatives as great opportunities in Ethiopia. Furthermore, the 
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govel1lment has established a Women ' s Affairs Mini stry and respecti ve Offices to reali ze true 

gender equality in Ethiopia. Ethiopia has also formu lated a women 's policy to guide the fight 

against gender inequalities. The f0l111ation of the Ethiopian Women Lawyers' Association is 

another positive step forward in the efforts to create the right climate to bring about the 

reali zation of the intended legal reform . 

• The Federal Democratic Republic of Ethiopian government has issued national policy on 

Ethiopian women during transitional govel1lment of Ethiop ian period (Sep, 1993). The policy 

document highlights the conditions of Ethiopia women both in rural and urban areas from 

different point of views (economic, social, law ... ) and indicated clearl y the existence of 

discriminatory practices against women in al l aspects of development. The policy is aimed at 

e li minating gender inequali ty by enhanc ing women participation in political, social and 

economic life on equal le11l1S with men in the country; reali zation of democratic and human 

rights of women on equal base with men; modifying or abolishing existing laws, regulations 

customs and practices which aggravates discrimination against women and facilitating conditions 

conducive to their participation in the decision making process at all levels; ensuing women 

participation in the fOl11ll1lation of government policies, laws, regu lations, programs, plans and 

protects that directly or indirectly benefits and concern women as well as in the implementation 

there on; incorporating and coordinating women affairs in govel11ment programs and structures 

and ensuring proper implementation of all policies that address gender concern directl y or 

indirectl y. The policy docllment has identifi ed seventeen (17) strategies for implementation 

policy. Some of these include taking all appropri ate measures to ensure respect of democrati c 

and human rights of women; facilitating conducive conditions for women to participate in all 

affairs; taking all appropriate measures to ensure women as equal beneficiaries in compensation, 

promotion, appointments, desirable transfer or termination of employment and training with that 

of men; estab lishing women 's affairs department in all ministri es and government organizations 

entrusted with the responsibility of organizing and promoting women's interest are a few among 

others worth mentioning. 

Furthermore, the national policy has identified duti es and responsibi liti es of women affairs sector 

in the prime minister office; in the Regional women's affairs sector and women's affairs 

departments in mini stries and public organi zations. Creating conducive atmosphere for women's 
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affairs policy implementation in governmental organi zations, orgal1Jzlllg and encouraging 

women's to struggle for their rights, encouraging the establi shment of women affairs organs at 

each level of government and pub lic organ ization are only three among ten duti es and 

responsibilities of women's affairs sector in the prime ministry office. Regional leve l women's 

affairs sector, among others are responsib le for coordinati ng and faci li tating acti vities related to 

women's affairs, devising ways (means) for effective implementation of women's affai rs pol icy, 

creating favorab le conditions for implementation of women affair policy in governmental and 

nongovernmental organizations and follow-up their implementation, and assist active 

participation of women in various activities could be mentioned. The women's affai rs 

departments in ministri es and public organizations are responsible for creating favo rab le 

conditions for effective implementation of women's affa ir policy in government organi zations 

and monitoring closely their implementation; encouraging women to actively participate in 

various activ ities in the organization; monitoring full participation of wo men in training, 

promotion and transfer decisions in their organizations and providing necessary support for their 

implementations; monitori ng and assessing proper treatment of gender issues during the 

preparation of plans and studies; assessing whether women 's are benefited fOl111 policies 

programs and development plans of govenill1ent (organization) and presenting proposal if 

needed are identified. Moreover, being allowed by the Constitution so far three Regional States 

(Oromia, Amhara and Tigray) as well as the Federal Goverru11ents has issued new family laws. 

[n spite of these effo rts, challenges still persist. Different studies and reports made on the status 

of political and administrative participation of women in Ethiopia revea l that they are li ving in 

the world of extreme inequality. Similar to other nations; low rate of partici pation in educat ion, 

difficulties in promotion, negati ve social attitude, lack of self-confidence, lack of interest in 

government service, limited access to resources, and inadequate fam il y support are identifi ed as 

major problems encountered by women .The major challenges are: enacting women-fri endl y 

legislation and enforcing legislation that confirms to the Constitution and international non11S 

and standards and ensuring that the law enforcement offices are sufficiently gender-sensitive and 

gender friendly. Furthermore, religious and customary rul es wh ich generally fail to meet 

internationall y accepted norn1S and standards, especially when it comes to gender issues are st ill 

in place. Hence, it is recommended that there must be enough legislations and their proper 
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enforcement. Women must also take pati in the enactment of legislation (OW M. , 2005; and 

WB, 1998). 

2.7. Challenges Faced By Women Managers and Leaders 

Studies conducted by researchers at di fferent places and times have identified many chall enges 

encountered by women managers and leaders. The identified challenges can be systemati ca ll y 

categorized into persona l barriers, structural barriers and cu ltural barri ers in organizations, each 

reinforcing one another and make hard to break the "glass ceiling" and the "glass wall"(Wili h 

,2001) . 

There are many personal ban-iers that hinder the entry and advancement of women into 

managerial jobs. Family obligation, lack of experience, not the ri ght education, and lack of 

further training are widely mentioned among other thi ngs. Traditionally fam il y responsibilities 

are mainly allocated to women which logica lly imply that they usually have less time to devote 

to thei r careers. Career interruption for fami ly reasons often implies losses in seniority, less 

li ve lihood of receiving training and depreciation of job skills . In addition to family and other 

social responsibilities, women managers are cha llenged by unsupporti ve husbands' atti tudes in 

their career and manageri al performance. Compared to men generall y women managers do not 

have adequate experience particularly in strategic jobs (Wi rth 200 I; Connier , 2007; UN; 2000). 

Lack of appropriate and adequate training and development program, in addition to not havi ng 

the ri ght education fo r women is the other challenge experienced by women managers. Two 

theories ; gender organizations theory and humat1 capital theory have been identifi ed to exp lai n 

for the less concem of the organization to women managers' development. Gender 

organizations theory (sociologist) argued that the culture of work organi zations is gendered 

because it refl ects male values. Organizational practices reflect the assumption that fam il y and 

personal responsibilities should not interfere with work. Employees who are committed to their 

jobs tend to be rewarded with promotions and employees who must di vide their commi tment 

between their jobs and family or other responsib ili ties are demoted to lower level. And hence, 

once a women manager has a child she is automaticall y perce ived to be less committed for her 

career. Society expects women managers to fil l the homemaker than breadwinner role. Deviation 

from these roles, societal expectations, results in negative eva luations of employees. Therefore, 

organizations do not provide adequate developmental opportunities for women managers (Asker, 
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1990; Kantar, 1977; in Judiesch& Lyness, \999). Human capital theory (economist) on the other 

hand argues that even with total work experience those with career interruptions have less human 

capital (job knowledge and skill) because gaps often occur earl y in careers. Human capital 

further state that time away fi'om work causes employees' skill s, knowledge and networks 

deteriorate or become outdated. Leave of absence provides penalties for managers who take 

leave of absence and mi ss a training program or other opportunity and thus fail to accumulate 

human capital at the same rate as other managers. Women managers with greater fa mily 

responsibilities reduce devotion to work which resu lts in less accumulation of human capital and 

thus they are less likely to seek promotions. From both theories one could predict that those 

managers who take leave of absence regardless of the reason might receive fewer rewards than 

managers who don ' t take them (Judiesch& Lyness, \999). 

Infotmal promotion without adverti sing, career starts in specialized management tracks and 

gender bias in promotion are also the most critical structural barriers for women in management. 

These problems stem from lack of equal opportunity by women managers as to male to 

experi ence some greater task-related developmental (challenging) jobs even in times of identi cal 

qualification because of stereotypical attitudes and dec ision makers adherence to trait approach; 

famil y responsibilities and unsupportive husbands' attitudes; absence of timely performance 

feedback and lack of career sponsoring and mentoring for female managers; the absence of 

women in management particularl y at the top of the organization ; prejudices and stereotypes 

that men have of women; strict seniority criteria for promotion; lack of appropriate selection 

cri teria and procedures; men dominating while or most decision making structure; careers and 

performance appraisal of women by men managers; educational background( women being 

concentrated in non-strategic field of specialization which move them typically into support 

functions rather than into the "line management" functions that lead to more senior positions ); 

and gender choice of study areas ( which contributes to differential outcomes in the professional 

profiles of men and women and sets the stages for di viding occupations into typical "male or 

female" jobs) (Gold,1996; Brown, 1979; Mattis ,2001 ; Oh10tt et aI. , 1994; Wirth ,2001; 

Chandan, 1999; Mullins, 1996). 

Recruitment tlu'ough infOlmalnetworks is a batTier to women to be employed in managerial jobs. 

Men's virtual monopoly of the first management jobs meant that inertia has predi sposed 

organi zation to continue to sta ff matlageri al jobs partl y through sex based ascription. Sex based 
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ascription in employment of managerial employees can be caused by custom and structural 

ine.tia (management was equated with mascu linity), need to minimize selection costs, ri sk 

aversion (fami liarity with male) ,and group power and in group preference to institutionali ze 

their group( sex )privileges. Recruitment through wo rkers social ties tends to replicate 

establi shment' s demographic compositions. The different views of the leadership style of men 

and women indicated by studies also affect what constitute an effective manager, then 

techniques and methods for recruitment and selection are likely to test fo r certain skill s and 

quali ties considered essentially for the successful management. [n case where a " male view" of 

manageri al qualiti es is the norm women can be di sadvantaged in assessment procedures. The 

tendencies toward asc ription , unless checked, favor men for management positions. Appropriate 

personnel practices are suggested curtailing tendencies toward ascription if the organization 

broadens the applicant pool in the selection of managers. The sex compositions of managers also 

matters for organi zation. It is suggested that the more fe male managers in organization , the 

lesser the inequality. Formulization of personnel practices has the potential to undermine 

ascription , but it can not do so when formal requirements are largely symbo li c or when 

establi shments' recruitment is made through informal network. Nominal forma li zation will not 

check propensities toward ascription. That is organization may formali ze perso.mel practi ces on 

paper without eliminating dec ision making di scretion in managerial selection. Over-sighting 

responsibility and ho ld ing decision make responsibi lity for thei r selections, therefore, very 

important (Reskin et a!., 2000; Wirth, 200 1). 

Many cultural barriers inhabit the entry and advancement of women into managerial positions in 

organizations. Men have traditionall y networked amongst themselves, especially socially outside 

worki ng hours. Women are wi lling to join in mixed social functions , but are often less keen or 

have less time to take part in such gatherings. This means that they have less oPPOltunity to 

network infotlnally. In addition, women often rely on family and friends for career advice than 

approaching co lleagues or more sellior people in their organization, and thi s contributes to a 

certain amount of invisibility. Top women seem to lack networks and fi"i endships with colleagues 

and hence low social capital- disrupt women leaders' career particularly at the top. Not having an 

informal mentor or sponsor, lack of in formal networking with influential co lleagues, lack of 

company role models and lack of high visibility assigrullents are identified by Catal yst (1999) as 

the primary barriers to the advancement o[women in management. Men have strong reserva ti ons 
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regarding women in leadership and management positions. The ex istences of pervas ive and 

persistent sex rol e stereotypes impede the advancement of women in the managerial workforce. 

Women who succeeded in obtaining management positions were subj ected to continuous sex ual 

harassment by supervisors, colleagues and cli ents. Women's manager rol e imposes a more 

demanding schedule on the personal li ves of women than of men. Soci ali zation and negati ve 

stereotyping have reinforced the tendency for political decision making to remain in the domain 

of men. Wirth Linda (2001) has grouped these challenges systematicall y as male values 

dominate corporate culture; insufficient personal contacts; and prejudices of personal managers 

(Mattis, 2001 ; Cormier, 2007; Brenner et aI. , 1989; UNDP, 1996). 

In addition to personnel practices that are found the immediate causes of establi slunent based 

gender inequality, organizational restructuring, downsizing, decentraliz ing and de-layering 

brought new barri ers to women careers because jobs that are created by such initiatives demand a 

broader range of skill s and general management experience for which women are not entitl ed 

because of inadequate access to key developmental experiences such as job rotation, lateral 

moves, and assiglUllents to spec ial development projects(Wirth ,200 I). 

2.8. Summary 

Studies cited in thi s literature rev iew indicate the ex istence of under- representation of women in 

manageri al jobs and in the halls of government and some other activities of government. 

Researchers have indicated that managers face personal barri ers, structural barri ers and cul tural 

barriers in managerial occupations. Gap in policies and human resource management in practi ces 

are other challenges that obstruct the entry and then after the advancement of women in 

management. Difference in management style/ leadership style between women and men 

managers is identified as challenge for women managers by some researchers. Others suggested 

there is no remarkable difference between women and men managers' style of management/ 

leadership and warned that focusing the difference approach led to erroneous dec isions. In 

response to the challenges experi enced by wo men many initiatives have been made at 

international and national levels. Diffe rent conventions were ratifi ed by many countries at 

international level. Nation states have been also f01111lllated different policies to overcome 

problems of gender discrimination in all spheres of development. However, studies in the 

li terature do not ind icate cl earl y how well the government and its institutions are honestl y 
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implementing the laws, policies, plans and other initiatives to overcome the problems of women 

managers. Furthermore, most of the studies are highl y contextual and refl ect the realiti es of 

women managers in a particular country at spec ific time. These realities may not ex ist all the 

time. Notwithstanding with some common problems that are faced by women managers in 

general , the intensity and the type of chall enges cou ld also vary from nation to nation and even 

in a nation over a period of time. Conceptual framework of the stud y is presented using the 

following diagram. 

Figure 2.1 Conceptual framework of the study 
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CHAPTER THREE 

SITUATION OF WOMEN IN THE OROMIA REGIONAL STATE 

AND BACKGROUND OF RESPONDENTS 

3.1. Introduction 

!Jl the Oromia Regional State women do not have equal access to fruits of development with 

men counterparts. In emp loyment, men consti tute the maj ority at each leve l of service positions. 

In managerial occupations women share is low at each leve l of management. This chapter is 

presents the situation of women in the Oromia Region in general and sampled bureaus and 

offices. Backgrounds of respondents are presented at the end of the chapter. 

3.2. Situation of Women in Oromia Region 

Women, who constitute the majority out of the total population (50.1 percent) in the region , do 

not have equal access to fru its of development and power compared with men. In education, their 

share is minimal and very low; particularly as level of learning advances. The majority (91 

percent) of women who give birth to ch ildren do not get health services thereon. Women suffer 

from harmful traditional practices and greater workload which is often unpaid or underpaid or 

volun tary. In the political and admini strative areas the participation of women is very low 

(almost nil). Generally, women are marginalized in all aspects to enjoy the fruits of development 

and li ve in extreme poverty situation (OW AP, 2005). 

The Regional Civil Service Commission Report (Nov. 2007) has indicated that male employees 

constitute the majority at each level of service. Table 3.1 depicts human resource profi le of the 

Oromia Regional State in 2007. Out of the total employees in 2006/07, 72 percent were men. 

Furthenllore, the share of women employees had not increased from 2004(29 percent) to 

2007(28 percent) . Rather there share has reduced by one percent. In the education area, wo men 

employees are almost absent as the level of education increases. The majority of women 

employees are concentrated in the lower level. Out of total male employees in 2006/07, 32 

percent,S percent and 0.33 percent have co llege diploma, BAIBSc degree and MNMSc 

degree respecti vely while the figures for female employees (out of tota l fema le employees) is 19 
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percent , 1.33 percen t and 0.05 percent respecti vely. In proportion to their sex, women 

employees hav ing certi fica te and below in their education were found to out number male 

em p I 0 yees. 

1n service positions, (at profess ional sC ience and j unior professional SCience levels) wo men 

consti tute only 12 percent (J 609) and 24 percent out of 13,260 and 26,734 employees at 

respecti ve service levels in 2007. Salary wise, 34 percent of women earn salary between 400-

499 while the majority (72 percent) of men earn between 600 -699 out of total employees 

earning salary in the range correspond ingly in the same year. Furthellllore, among appointed 

individuals in the year (2006/07) in the region the share of women was very low, onl y I I percent 

(955) out of 8857 appointees (OCSCO, Nov. 2007). 

Thus, fro m human resource profi le of the Regional State at least three implicati ons can be drawn . 

Firstly, women are not joining the civil service institutions in suffi cient num ber. Secondly, even 

among the ex isting women civil servants in 2007, the majority of them were less qualifi ed. 

Lastl y, women employees are almost absent at higher leve ls of learning. This proves that women 

have been di scriminated in access to educations which consequentl y have negative impact on 

their opportunities to assume manageri al positions. 
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Table 3, 1 Human Resource Profile of Ol'omia Region in 2006/07 by Edncation 

No Level of Male % out of Female % out of total 
% oul o f 

Ed ucation total female tota l 
male Total employees 

1 ::;g rad e 8 7634 5.75 2245 4.33 9879 5.4 
2 9- 12 grade 20249 15.26 11241 2 1. 69 

31490 17. 1 
3 Certificate 51202 38.59 26695 5151 77897 42.2 
4 Teclul ique 306 0.23 113 0.22 

Diploma 
419 0.2 

5 College Diploma 42372 3 1.94 97 19 18.75 52091 28. 2 
6 1_41n year 2968 2.24 996 1.92 

co li ege/university 
3964 2.1 

7 BAlBSc 6739 5.08 690 1.33 7429 4.0 
8 LLB/LLM 23 1 0.17 3 1 0.06 262 0.1 
9 MNMSc 440 0.33 25 0.05 465 0.3 
10 DVM 67 0.05 3 0.01 70 0.0 
I I MD 165 0.12 I I 0.02 176 0.1 
12 PHD 20 0.02 0 0.00 20 0.0 
13 Others 279 0.21 59 0.11 338 0.2 

Total 132672 100.0 5 1828 100.00 184500 100.0 
% out of total 132672 72 5 1828 28 184500 100.0 

Source, OCSCO, 2007 

3.3. Human Resource Profile and Women Managers in Sampled 

Bureaus and Offices 

3,3.1. Human Resource Profile in Sampled Bureaus and Offices 

The human resource profi le in sampled bureaus and offices indi cates that the majori ty of job 

positions at Regiona l level were staffed by relatively qualified employees in 2005/06. 

Employees who had BAlBSc/ LLB degree, co ll ege diploma and grade 10112 complete accounted 

fo r 24 percent 20 percent and 17 percen t respectively. Women employees were generally 

underrepresented in terms of total number. However, compared w ith thei r total share in the 

region, the representation at Regional level executive branch was better. Women employees 

accounted for 38 percent in the executive branch at Regional level where as the figure for the 

region was 28 percent in the same year. In terms of educational quali fi cation women were by 
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and large found at the lower levels. They constitute the majority out of employees with 1011 2 

grade completed (63 percent), certificate (62 percent) and technique diploma (59 percent). 

Obviously, the predominance of women at these levels of education greatly could affect 

negatively their share of managerial positions at least for two reasons. In first place, such levels 

of education do not enable the employees to acquire adequate human traits demanded by 

managerial jobs. Secondly, women with teclmical dip loma compared with other level of 

learning (co llege diploma, BAJBSc) could not have adequate conceptual ski ll which is criti cal as 

one moves up in the management hierarchy. See Annex 1. 

3.3.2. Level of Education, Service Year and Women Managers 

Regiona l level Bureaus and Offices (executive branch of government) are managed by relatively 

qualifi ed and experienced employees. In 2005/06 the majority of managers have BNBSc/LLB 

degree (43 percent). Managers who had MNMSc ILLM degree and College Diploma constitute 

26 percent and 14 percent cOlTespondingly. Of the total managers, 34 percent had served 

for more than 30 years whi le 29 percent had served 16 to 20 years in the public institutions at 

different positions. Employees who occupied top management, middle management and lower 

management positions account 10 percent , 17 percent and 73 present in 2005/06 respectively. 

Tables 3.2 and 3.3 present the number of employees by sex and the share of both sexes' 

managerial positions, and total service years and managerial level by sex in sampled bureaus and 

offices in 2005/06 ( for detail see Annex 2). 

The share of women in managerial occupations in the executive branch of the Oromia Regional 

State is very low. In the sampled Bureaus and Offices the share of women out of 220 (in 

2005/06) managerial positions occupied by employees was only 10 percent at each level of 

managerial positions. Women were underrepresented in managerial jobs at all leve ls of education 

compared to men counterparts with the exception to technical co llege level of education. 

Alternati vely, women managers who had technical dip loma out number men managers 

exceptionally in the same level of education. Flllihermore, women's share of managerial 

positions did not s ignificantly cOlTelate to their level of education. Despite this fact , the trend 

shows as level of education of women employees increases their opportunity to hold , managerial 

positions are also increases. 
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Table 3. 2 Total Number of Employees by Sex and the Share Manageri al Positions by 

Both Sexes 
_ N 

~f'I t: Q Q =....l:::::::: p:. ~~ Q • 

" 0 f- U :t~....l - ~ :j J: '0 
v i u " ~ 0. f-

it elll 
Tota l Ma le employees in sa mpl ed Burea us 

a nd Offices 117 72 27 44 133 225 80 7 2 707 

Tota l Fema le employees in sall\p led Bureaus 

:11]<1 Offices 49 124 44 64 95 55 8 0 0 439 

Total 166 196 71 108 228 280 88 7 2 11 46 

Share of malc C01Tcsponding 10 each level of 

education 0.70 0.37 0.38 0.41 0.58 080 091 1.00 1.00 0.62 

Share of female corresponding 10 each level of 

education 030 0.63 0.62 0.59 0.42 0.20 0.09 0.00 0.00 0.38 

Mate !llanag~rs 
14 7 I 27 89 55 3 2 198 

Female managers 6 0 4 4 6 2 0 0 22 

Tota l lI u mber of m:tnagcn 20 7 5 3 1 95 57 3 2 220 

Share oul of total managerial positions 
concsponding each level of education 0.09 0.03 0.Q2 0.14 0.43 0.26 0.01 0.01 1.0 

male's managerial share C01Tcsponding \0 each 

level of education 0.70 1.00 0.20 0.87 0.94 0.96 1.00 1.00 0.90 

women's managerial share C01Tcsponding to 

each level of education 0.30 0.00 0.80 0.13 0.06 0.04 0.00 0.00 0. 10 

Source; Compiled from 2005106 OrgaI11 zatIOnal Restructunng and Employees' Placement 

(OCSCO) 
NB: Cert= Certificate, TD=Technique Diploma, CD=College diploma. DVM~ Doctor of Veterintlly Medicine 

Total service years of employees do not affect the share of managerial jobs for both sexes in the 

Oromia Regional level Executi ve Bureaus and Offices signi fi cantl y. As it can be seen fo rm 

Table 3.3 there was no un iform pattern in the distribution of managers (both male and female) 

across the total service years. Within their sex group, the majority (35 percent ) of men 

managers have served above 30 years while 29 percent of them have served between 16-20 

years. The fi gure for women managers in the same range (total serv ice years sequentially) was 

23 percent and 27 percent . In other wards, the majority of women managers out of their sex 

group served between 16-20 years followed by those who served above 30 years. Although the 

proportion of managers corresponding to total service years had no uniformity, the reverse in the 

proportion of managers of both sexes out of their own sex group across total service years 

suggests late entrance of women in to managerial positions. This might affect negati vely 

women managers' advancement opportunities into higher level managerial positions. 
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Table 3. 3 Total Service in Years and Managerial levels by Sex 

Total Service 111 Years in em, loyment Managerial level 

'" 0 '" 0 " 0 0- :0 
";> - "7 N ";' M 0 

'" 
, M a C2 

Name of bureau or " - '" - - '" II I-

" - - N N :;;: 
Office C/J 

Oromia Water Resource M I 6 12 5 I 2 I 

Bureau F I I I I 

M 2 I 3 I 2 

Oromia Revenue Bureau F 

Oromia Civil Service M 2 I I 3 3 2 I 

Commission F I 

Oromia Agriculture and M 2 3 44 2 13 

Rural Development F 
Bureau 3 

Oromi a Finance And M 9 12 7 2 7 3 8 

Economic Development F 
Bureau I I I 

Oromia Capacity M 4 5 2 3 

Building Office F I 

Oromia Works & Urban M I 12 3 I 3 3 

Development Bureau F 4 I 

Oromia Women's M I I 2 I I 

Affairs Bureau F I I 2 I 2 

Oromia In formation and M I I S 2 4 

Public Relation Bureau F I 

Justice Bureau of M 2 4 5 I 2 2 

Oromia F I I 

Total M 0 2 26 58 30 13 69 19 35 

F 0 3 2 6 1 5 5 2 3 

G rand total 0 5 28 64 31 18 74 21 38 

% age of male and M 0.0 0.40 0.93 0.91 0.97 0.72 0.93 0.90 0.92 

female managers in the F 
category 0.0 0.60 0.07 0.09 0.Q3 0.28 0.07 0. 10 0.08 

Source: CompIled from 2005106 Organr zaltonal RestructurI ng and Employee Placement 

(OCSCO) 
Note: M~ Male, F~ Female 

3.4. Characteristics of Participants 

~ 

" ~ 
a 

...l 

22 
2 
5 

20 
I 

34 

3 
26 

I 
4 
I 
I I 
3 
4 
3 
10 
I 
8 
2 

144 
17 
161 
0.89 

0.11 

The profile of women and men managers (respondents) shows there are similarities and 

di fferences in their demographic background and types of employees they are managing in the 

Oromia Regional bureaus and offices of the executi ve branch. Table 3.3 presents demographi c 

profil e of men and women respondents and work status of thei r subord inates. 
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Table 3. 4Background Characteristics of Respondents by sex 

Item Male Female 

Frequency % Frequency % 

20-25 I 6 

Age 26-30 3 8 4 25 

31-35 14 37 3 19 

36-40 10 26 4 25 

4 1-45 8 21 4 25 

46-50 3 8 

Tota l 38 100 16 100 

married 33 87 10 63 

Marital Single 3 19 

divorced 4 II I 6 

status Other I 3 2 13 

Total 38 10 1 16 10 1 

0 II 29 10 63 

No. of 1-2 17 45 5 3 1 

3-4 10 26 I 6 

ch ildren Total 38 100 16 100 

10ll2grade 3 8 4 25 

Level of eel'! 2 5 

Dipl 8 21 6 38 

education l SI degree 23 61 4 25 

MAIMSe 2 5 2 12 

degree 
Tota! 38 100 16 100 

1-5 I 6 

Total 6-10 2 5 2 13 

11 - 15 18 47 7 44 

servi ce year 16-20 6 16 4 25 

21-25 10 26 2 12 

26-30 2 6 

Total 38 100 16 100 

1-5 Il 34 6 38 

Total 6-10 II 29 7 44 

11-15 10 26 I 6 

exercise 111 16-20 2 6 2 12 

21-25 2 5 

management Total 38 100 16 100 

All semi 7 18 9 56 

Work status skilled 
All skill ed 9 24 2 13 

of Majority 2 5 2 12 

unski lled 

subordinates Majority 15 40 3 19 

semi 
skilled 
Majority 5 Il 
ski lled 
Total 38 100 16 100 

Source, own survey, 2008 
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As shown in Table 3.4 the majority of both sex managers are above 30 years of age. The 

majority of both sex managers are married. Of those married, however, while the majority of 

male managers (71 percent) have children the majority of women managers (63 percent) have no 

children. In terms of education, most respondents (both sex) have diploma and above. Fourthl y, 

most of the partici pants have served above 11 years of which greater than 6 years and above are 

in management positions. There are differences between respondents on the work status of 

subordinates. That is while the majority of women managers (56 percent) are supervising almost 

all in all semi-skilled subordinates, men managers are managing employees with different work 

status, although those who manage employees who are semi ski ll ed account for 40 percent. The 

share of women managers who are managing great ly unskilled employees is almost twice that 

the share of men managers who are supervising employees with the same wo rk status. 

Conversely, it is found that the proportion of men managers who are managing skill ed (all) 

employees is twice that of women managers. 

Generally, over all profile of participants suggests that the majority of managers in the Regional 

bureaus and offices of the executive branch are marri ed of which the majority of men have 

children and while the majo ri ty of women have not. Even though women managers almost 

have simi lar level of education wi th that of men, in addition to persistent di scrimination, the ki nd 

of education they have obtained affects their share of managerial positions. Total service years 

and years of experi ence in management do not necessari ly justify women's claim for managerial 

jobs. This further suggests it is the types of experience that matters than havi ng long year 

experience in the same positions of management (women managers being assigned to only one 

positions). Finall y, the profile of subordinate who are managed by women managers indicates 

that the majority of women managers are assigned to challenging manageri al jobs. Consequentl y, 

women managers do not have the opportunity to experience new challenges and high level of 

responsibilities wh ich in tum affects their chance of promotion in management hierarchy. 
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CHAPTER FOUR 

RESULTS 

4.1. Introduction 

Women managers in the Oromia regional level executi ve branch bureaus and offices face many 

challenges and some opportunities. Drawbacks in policy documents, ineffective human resource 

management practices, and women managers' personal and organizationa l balTiers are the most 

critical challenges for the under-representation and poor career progress of women in 

management services. Different initiatives are being taken by the regional govel11ment and 

executive branch of Oromia to enhance women 's share of managerial jobs. However, these 

initiatives seem to be insufficient to ensure gender equality in managerial occupations in the 

selected bureaus and offices. In this chapter, results of co ll ected data are presented, analyzed and 

interpreted. 

4.2. Challenges or Opportunities Facing Women Managers due to 

Gender Related Regional Policies 

The Oromia Regional State has issued different policies that address gender concel11. The 

Constitution of the Regional State, the Civil Servants Proclamation of the Regional State, the 

Famil y Code of the Regional State, Discip li nary and Grievance Procedure Regulation of the 

Regional State, Human Resource Management Directive of the Regional State, and Regional 

Women Affairs Policy are the major policy documents that are concel11ed wi th gender issues. 

These policies are targeted to eliminate gender discrimination in all aspects. Despite there 

positive measures, most of these policies are not comprehensive enough to eliminate gender 

discrimination. These policies are di scussed briefly in paragraphs that follow. 

The Constitution- "the supreme law of the Regional State" (Art, 9(1)) consists of separate article 

(Ali, 35) on women's rights. The article states that women have equal right wi th men in the 

employment and protection by Constitution ; women are entitled to equality with men in 

marriage; women enjoy affirmative action measures to redress the inequality and di scrimination; 

women have to be protected by the State from halmful customs; women have equal ri ghts with 
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men in employment, promotion, equal payment and the entitlement to bequeath pensions ; 

women employed in govenU11ent and private organizations have the right to maternity leave wi th 

pay; women have the ri ght to education, information and to means that could enable them to 

plan their families; women have the ri ght to parti cipate in formu lation of development policies, 

project management, particul arly those affecting the interest of women ; and women have the 

ri ght to acquire, administer, contro l and transfer and benefit from property. This implies that the 

Const itution is aimed at ensuring the equality of men and women in all aspects. FllIthermore, the 

Constitution provides positive measure (affirmative action) to redress persistent discrimination 

and inequality experienced by women. Generall y the Constitution of the Regional State provides 

important framework to ensure the equality of women and men in development process. 

The Oromia Civil Servants Proclamation has issued important gu idelines for the administration 

of civil services of the region. The proclamation has incorporated all human resource 

management functions directly or indirectly. It is also intended to ensure gender equal ity in 

employment in the region. Some of the articles concem ed with gender equality include, equal 

pay for equal work (Act, 6); no di scrimination among job seekers on any ground (Act, 13( I)) ; 

affi rmative action (Act, 13, a & b); clear advertisement of vacant positions (Act, 14 (I»; testing 

qualification and competency of applicant to fill vacant positions (Act, 13 (2»; competition for 

promotion unless prohibited by disciplinary case (Act, 22 (11» and conducting emp loyee 

performance evaluation transparently. 

Although the proclamation provides general guidelines for civil servants administration and to 

address gender equa lity at work, there exist loopholes that counteract against the intended 

objectives. The major weakness of the proclamation is that it does not clearly indicate the type of 

examination and other selection tests to be conducted to fill vacant positions and make 

promotion decisions . In this regard Mondy and Noe (1990) stated that subjecti ve, unreli ab le, 

invalid and un-standardi zed employee selection instruments not only affect the performance of 

organization but also denies equal 0ppoltunity to job seekers and for advancement in 

organization. This suggests that lack of clarity in selection instrument in the proclamation could 

prohibit the oppOltunity of women's entry into managerial jobs and their advancement in the 

managerial hierarchy. 
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The Oromia Regional State Civil Servants Disciplinary and Gri evance Procedure clearly provide 

all necessary steps of di sciplinary and grievance procedures and the likely decisions depending 

on the cases. The gri evance procedure which is intended to promote the maintenance of smooth 

employment relations by providi ng speedy red ressal of gri evances, corrective measures to 

mistakes and weaknesses causing gri evances; and fair and equal treatment of all civil servants 

grants any civil servant the ri ght to petition where she/he feels unfairly treated in connection with 

interpretation or enforcement of laws and directi ves, the enj oyment of rights and privileges; 

occupational hea lth and safety conditions, classification and grading of jobs; performance 

eva luation , assignment to duty not fai ling under her/his job description; undue influences 

resulting form arbitrary acts of supervision; disciplinary measure; or other conditions of service. 

Notwithstanding to the clarity of disc iplinary and grievance procedures to ensure gender equality 

at work place both procedures have limitations. The compositions and criteria of establi shi ng the 

committee is not clearly indicated. That is in both procedu re the majority of the members (fou r; 

chair person, two numbers and secretary for disciplinary committee and three; chai r person, one 

member and secretary in the case of gri evance committee) are appointed by the head of 

organi zation. Civi l servants are allowed to elect only one member of the committee. Apparentl y 

thi s might hurt all employees parti cularl y women at least for three reasons. Firstl y, the head of 

government office mi ght select indi viduals who accept and promote hi s/her interests 

consequently get biased in addressing employee concern objectively and timely. Second ly, 

incase where the head of govenm1ent office is not gender sensitive women could be totally 

missed or underrepresented in both committees and hence the privi leges of women are not 

protected. Thirdly, since civil servants are allowed only to choose one member of the committee 

wo men are less likely to be elected as a member of the committee because of their under 

presentation and male oriented organizational culture. This implies that though these regul at ions 

seem to be gender neuh'a l (still using the pronoun "he") their effect by no means could be gender 

neutral in practice. This suggests women managers' problems may not be addressed adeq uately 

because of such loopholes in the regulations. 

Fami ly Code of the Oromia Regional State Proc lamation No. 69/2003 and No. 83/2004 generall y 

underscored the equality of spO llse in the right of administration, ownership of commonly owned 

property. The Code has also provided issues and preconditions related to fami ly. Regarding 
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family responsibilities, Article 66 (1) and 66(2) of the Proclamation stated equal obligations of 

spouses for fam il y responsibility and in ensuring their children's wellbeing in order to make them 

responsible citizens. Furthermore, Atlicle 65 (2) of the Code states that the spouses owe each 

other respect, support and assistance. 

Like the Civi l Servants Proclamation of the Regional State, the Human Resource Directi ve 

which was issued in Jul y, 2006 has addressed all human resource management fu nctions. 

Affirmative action has been institutionalized by the directive in selection and promotion of 

women applicants and women employees. The directive urged employing institutions have to 

encourage women applicants to fill vacant positions in their advertisement. Furthermore, the 

directive stated institutions ought to include women representati ve in the se lection committee 

unless other wise difficult situation occurs. In the selection deci sion, the directive stated that 

women app licant who has scored equal mark or less by three points with that of men 

counterparts shall be selected over men applicant. The selection criteria in the directive similar to 

the Civil Servants Proclamation meets all the features of good selection test (norm, 

standardization, validi ty and reliability) except its failure to state the type of selection test. 

Alternatively, the Directive does not clearly indicate the type of selecti on test to be used in 

selection decision. Consequently women employees (managers) might be di scriminated 

(although men too suffer to some extent) especially if the selection test are subjective type 

totally. 

With regard to promotion, the Directive provides two possibilities; using open advertisements 

and recommendation by the head of the organ ization. Affinnative action has been 

institutionalized in promotion similar to selection. In case promotion based on competition all 

criteri a identi fied by the directive are merit based except one (the type of selection test). The 

head of the organization, of course which might induce subjectivity, authorized for assigning 

nine points in promotion. Thi s indicates both in competition based and recommendation by head 

of the organization , women managers could experience chall enges in moving up the 

management ladder. Thi s is so at least for two reasons. For one, women managers (employees) 

do not have opportunity to compete particularly for top managerial level because often times 

they are underrepresented at middle level positions. For another, the head of the organization 

may not be objective enough in assigning the indicated points to respective employees. And 
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hence, women managers could suffer much more than men managers since most of them might 

not have strong network with the head of the organization who are usually men. 

The Directive adopted result oriented performance appraisal method for employees' performance 

rating. In elevating managerial perfonnance, managers of similar positions and related positions 

including their subordinates are suggested to participate. Apprec iating the advantage of result 

oriented performance evaluation, women managers could be underrated because of overlooking 

elements of human behavior in appraising performance for wh ich women managers are often 

found exce ll ent. This in turn, clearly, li mits their chance of promotion in managerial positions. 

The Oromia Regional State has issued Regional Women's Affairs Policy in November, 2005 

twelve year later after National Policy on Ethiopian women was issued (Sep. 1993). The policy 

having general and speci fi c objectives has identifi ed: women and politics; women and econom y; 

women and education and training; women and HIV/AlDS; and women and harmful traditional 

practices as policy instruments so as to eliminate the prevai ling discrimination against women in 

all aspects. The policy has also demarcated the responsibilities of Regional Govemment, 

Government Organizations; Civil Society and Regional Women's Affairs Bureau. 

The responsib ilities of Regional Government include incorporating national laws and 

conventions ratified by the country in the Regional policies and rai sing mass awareness thereon; 

repea ling/amending laws that counteract against gender equa lity; enhancing gender awareness 

and enforcing gender equality at all levels, enforcing Constitutionally guaranteed women ' s right; 

building capacity of po li cy implementing sectors/ un ites; and ensuring protection of women's 

right by justice sector are among the major ones to be cited. 

Among the responsibilities of govenunental organizations, increasing the number of women 

health profess ionals , preparing gender responsive reports, providing lega l advisory for women; 

building women civi l servants capacity, ensuring implementation of women's ri ght and 

facilitating women's access to all resources are few among the li st. The civi l society, on the 

other hand, are responsible for educating children both male and female equall y (house hold 

head) , and enforcing gender policies and strategies so that women enjoy the fruit of development 

equal to men (civi l society organization). 
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Ensuring the inclusion of gender equali ty concern in all po licies and fo llow up the 

implementation in all governmental organizations; providing support for stakeholders; gathering, 

organizing and evaluation information regarding women 's affairs; checking the inclusion of 

gender issues in plans and strategies of the Regional development plan; and enhancing women 's 

economic, social, political , and administrati ve power are among the major responsibilities of the 

Oromia women's affairs bureau. 

Generally, although the policy has been issued a decade late after national policy, it seems 

comprehensive enough to address gender equality in all aspects at all levels. The loopholes in 

policy document (intended to increasing the number of women health professionals), however, 

could lead to perpetuation of perceived occupational role of women which in turn negatively 

affect their chance of holding managerial jobs. 

4.3. Challenges/ Opportunities Facing Women Managers as A result 

of Human Resource Management Practices 

4.3.1. Challenges/ Opportunities Facing Women Managers As Result Of 

Recruitment and Selection Practices 

Recruitment and selection of employees to fill vacant positions ifnot done objectively apparently 

creates discrimination in employment practices. In this regard, significant difference between 

male and female managers is found except in relation to recruitment policies, advertisement, and 

the effect of inf01111al network on women's share of managerial jobs. Table 4.1 presents effect o f 

recruitment and selection practices on women 's share of manageri al jobs in sampled bureaus and 

offices. 
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Table 4. 1 Effect of Recruitment and Selection Practices on Women's Share of Managerial 

Jobs 

Levene's Test 
for Equality of I-lest for Equality of Means 

~ 
Variances 

" 
Item 

"0 Sig. (2-

" -
" X 

tailed) p, 
<.? Z "F" Sig. T Dr value 

Organization has written objective policies M 38 3.66 .305 .583 1.349 52 .183 

for managerial recruitment 
F 16 3.25 1.416 3 1.596 . 167 

Organiza tion uses open advertisement M 38 3.66 .928 .340 .650 52 .5 19 

method for managerial recruitment F 16 3.50 .742 38.869 .463 

Organiza tion uses objective selection tools M 38 2.84 7.579 .008 2.054 52 .045 

for managerial jobs F 16 2. 19 2.449 43.272 .0 18 

Male organizational leaders(managers) M 38 2.37 .01 0 .920 -4.68 1 52 .000 

reserve the most desirable jobs for male F 
managers 

16 3.94 -4.303 23.805 .000 

Recruiting managers through informal M 38 2.39 .107 .745 -.443 52 .660 

networks has blocked women's entry into F 
management positions 

16 2.50 -.437 27.421 .666 

Women managers are less likely to be M 38 3.00 4. 830 .032 -3.087 52 .003 

promoted than men in to comparable F 
I posit ions 

16 4.13 -3.396 35.443 .002 

Women with similar background or M 38 3.47 5.405 52 .000 
.271 .605 

qualification with that of men have equal F 16 1.88 5.518 29.605 .000 
chance for promotion into management 

Source, Own survey, 2008. 

Note: the upper va lue of "t" is used when Equal variances is assumed and when Equal variances not assumed the 

lower va lue of "t" is used 

Note: M= Male, F= Female, N= number, <IF" = F-va lue, Sig=significant, t=t calculated (value), df=degree of 

freedom 

The Oromia Regional executive branch bureaus and offices have wri tten recruitment and 

selection poli cy for managerial jobs_ Both -sex respondents agree that their organization have 

wri tten documents on human resource administration. Specifically, men respondents ( X =3.66) 

and women (X = 3.26) reported the ex istence of pol icy. And no signifi cant difference in 

average between pop Ulations of average is obtained (t (52) =1.349, p>0.05). The result suggests 

that executive organs of the Regional government have objective policies for manageri al 

recrui tment. These organizations are also using open advel1isement for recruitment of managers. 

The majority of both sex managers ei ther agrees or strongly agrees that Regional bureaus and 

offices are using open adverti sement method to fi ll vacant manageri al jobs. Average of the 

popul ation is not significantly (t (39) =0.742, p>0.05) d ifferent. However, participants indicated 

that Regional bureaus and offices do not use objective selection tools even though the average 
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for men managers (X =2.84) is slightl y higher than that of women (X =2. 19). This designates 

both women and men managers either di sagree or strongly di sagree to the statement. The t- test 

however indicates presence of significant difference between both sex managers (t (43) =2.449, 

p<0.05) suggesting women and men managers do not similarly perceive the extent of 

objectivity of managerial selection tools; women holding greater reservation as compared to 

men managers. Thus, one can reasonab ly question the extent of objectivity of se lection too ls. 

Respondents of the study indicated that recruiting managers through informal netwOl:k has not 

blocked women's entry into management positions in the Oromia Regional bureaus and offices. 

In other words both male (X =2.39) and female (X =2.50) managers do not believe that infOlmal 

networking in managerial placement affect women's chance of occupying managerial positions. 

No significant difference in average ex ists between population of the study (t (52) =0.443, 

p>0.05). This suggests Regional bureaus and offices do not depend on informal network for 

managerial recruitment directly. 

Male value among other factors has seemed to challenge women managers' opportunities to ho ld 

relatively better manageri al positions in the Oromia Regional bureaus and offices. The majority 

of women respondent (X = 3.94) agree that male managers reserve most desi rable managerial 

jobs for their sex group. Men respondents (X =2.37) do not have the same opinion however. 

And hence significant difference in average between population is obtained (t (52) = 4.681 , 

p<0.05). Secondly, women participants greatly agree (X =4.13) that women managers are less 

likely to be promoted into comparable positions with male (X = 3.00) counterparts. The result of 

independent sample t-test is sign ificant for population mean (t (35) =3.396, p<0.05). Fi nall y, 

even women with si milar background or qualifications with that of men do not have equal 

chance for promotion into management jobs although men participants are slightl y different in 

response from women respondents. That is, whi le women participants are inc lined to strongly 

agree in the attitude (X =4.25) men subjects are found in the agree li st (X = 3.47) in their 

attitude. Statistically significant gap in average is obta ined between population of the stud y (t 

(4 1) =3.286, p<0.05). The result ind icates that absence of agreement between both sexes with 

regard to equal chance in managerial promotion. This is so, at least for two basic reasons. For 

one, men managers could either perceive existence of fairness in promotion(iess li kely) or they 
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are defending themselves (most likely) - refuse to accept the reality. For the other, women 

managers are being discriminated in the manageri al promotions in the Oromia Regional bureaus 

and offi ces to ho ld relati vely better management posts. 

To summarize, even though the Oromia Regiona l bureaus and offices of the executi ve branch 

have appropriate recruitment and selection po li cies and follow open adverti sement method to fil l 

manageri al jobs, the opportunity of women to hold managerial jobs and after then advance in 

management ladder seem to be greatly affected because of subjective elements in se lection too ls 

and absence of fai rness in managerial placement and promotion . 

4.3.2. Challenges/Opportunities Facing Women Managers as a Result 

of Performance Appraisal Practices 

Employee performance evaluation is concerned with rating employees performance for making 

human resource administrati ve decisions and providing rating result to employees. It should be 

made on objecti ve bases to avoid bias and other kinds of di scri minatory practices. In the Oromia 

Regional State bureaus and offices there are simi larities and signi fi cant differences between 

women managers and men managers in relation to women managers' performance eva luation. 

Table 4. 2 Show responses of participants to managerial performance evaluation practice and 

women managers in sampled bureaus and o ffi ces. 

f Table 4. 2 Managerial Per or-mance Evaluation Practice and Women M anagers 

Levene's Tes t for 
Eq uali ty of 

~ 
Variances t-test for Equality of Means 

" Item 
"0 
c -
" X 

Sig. (2-tailcd) p, 

0 Z "F" Sig. t df value 

organi zatioll has written policies for managerial M 38 4. 18 
performance records 

1.237 .27 1 1.270 52 .21 0 

F 16 3.81 1.325 31.161 .1 95 

Women managers arc evaluated the same way as M 38 3.79 .093 .762 3.400 52 .001 

Illen managers in performance evaluation by men F 16 2.56 3.3 16 26.769 .003 
managers 
Managers discuss performance result with women M 38 3.32 1.334 .253 1.53 8 52 .1 30 

managers equally as they do with men managers F 16 2.69 1.620 3 1.827 .115 

Women managers are effeclive in atta ining M 38 3.39 4.1 96 .046 -1.990 52 .052 

organizational goals F 16 4. 13 -2.197 35.747 .035 

Women managers are more effect ive than mcn in M 38 3.7 1 8.577 .005 -2356 52 .022 

address ing employees needs F 16 4.44 -2.964 48.447 .005 

PcrfarJnance evaluation for women at middle M 38 2.82 8.509 .005 -3.977 52 .000 

management level is stronger than those in the F 16 4.13 -4. 882 46. 197 .000 
lower level 

Source, Own survey, 2008. 
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Firstl y, while women managers (respondents) repo rted( X =2.56) that they are not eva luated the 

same way as men managers in performance rat ing done by men managers, men subjects on the 

contrary reported (X = 3.79) the similarity in performance evaluation of managers by men 

managers regardless of sex. The average for the population is found signifi cant (t (52) =3 .400, 

p<0.05). Therefore, it is logical to doubt that women and men managers are evaluated in the 

same way by men managers in the Oromia Regional bureaus and offices. 

Secondl y, subj ects of the stud y by and large agree that women managers are effecti ve in 

attaining organizational goals and better than men managers in addressing employees' needs. 

Despite thi s fact, however, women managers rated themselves very highly than men rating of 

managers in these two aspects. Women parti cipants rated themselves higher (X = 4.13, 4.44 

respectively of the statements). Men subj ects on the other hand rated women managers 

performance relati vely lower than women rating themselves (X =3.39, 3.7 1 in the same order of 

the statements). And hence, there is signifi cant difference in average between the two groups of 

popu lation about women managers performance and their concern for employee needs (t (36) 

=2. 197, p<0.05 and t (48) =2.964, p<0.05 respectively). Although there ex ists di fference in mean 

between populations of the study, the result in genera ll y suggests that women managers are 

effective in attaining organizational goals and addressing employees' needs. 

Thirdly, significant difference between the two popUlations of the study IS observed on 

evaluation of women managers at middle level (t (46) =4.882, p<0.05). Alternative ly the 

majority of women managers (X =4.13) reported that women managers' perfornlance evaluation 

is stricter at middle leve l management. Men managers (X =2.82) however, do not perceive the 

severity of perfornlance eva luation of women managers at middle level. The fi gure supports that 

it is reasonab le to doubt the severi ty of perfo nnance appraisa l of women managers at midd le 

level management positions. 

No significant difference in average is found between population of the stud y with respect to 

perfo rmance policy and on the extent of perfo rmance feedback given to women managers in 

the Oromia Regiona l bureaus and offices (t(3 1)= 1.325,p>O.05 and t(3 1)= 1.620,p>0.05 

sequentiall y). However, there is slight difference in these dimensions between women managers 

and men managers. The majority of men managers agree or strongl y agree (X = 4.1 8) while 
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women managers extent of agreement is relatively lower (X =3.8 1) about existence of written 

managerial performance records policy in thei r organization. Similarly while a good number of 

men managers agree (X =3 .32), women managers to the contrary slightly incline to disagree 

(X =2.69) to the item. The resu lt indicates that managers of the Oromia Regiona l bureaus and 

offices di scuss almost equall y perform ance results of both sex managers. 

4.3.3. Challenges / Opportunities Experienced by Women Managers 

because of Human Resource Development Practices 

Mondy and Noe ( 1990) noted that human resource development is a planned and con tinuous 

effort to enhance employees ' capac ity to perform their jobs in the organization. 1.11 the Orom ia 

Regional bureaus and offices women managers don ' t have adequate access to human resource 

development programs. Subjects of the stud y are significantly different on human resource 

development programs except on tlu'ee of the items. Table 4.3 shows responses of women and 

men managers on human resource development programs of sampled bureaus and 0 ffices. 
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Table 4. 3 Women Managers and Human Development Programs in Practice 

Levene's Test for 
Equality of 

~ 
Variances I-test for Equalityof Means 

" Item "0 Sig. (2-

" -
" X 

tailed) p, 
0 Z "F" Sig. T df value) 

organization has object ive human resource M 38 3.74 .010 .9 19 .365 52 .7 17 

development policy F 16 3.63 366 28.432 .7 17 

Women managers have equal chance wi th male M 38 358 5. 149 .027 5.1 19 52 .000 

managers to improve and enhance their skills F 16 1.94 5.781 37.859 .000 

organ ization invests In the development of M 38 3 18 .674 .416 2.433 52 .0 18 

women managers F 16 2.3 1 2.5 10 30325 .018 

Most management development programs M 38 321 
10.20 1 .002 

2.825 52 .007 

provided by organization are gender F 
mainstreamcd 

16 2. 19 3.398 44. 134 .001 

Most management development programs M 38 3.21 .052 .820 .458 52 .649 

provided by organization satisfies women's F 
managers needs 

16 2.19 .473 30.523 .639 

Organizalion reviews women manager's success M 38 2.97 1.134 .292 2.916 52 .005 

in development F 16 1.94 3.109 32.788 .004 

Appropriate organizational system exists for the M 38 4.08 5.802 .020 4.271 52 .000 

advancement of women managers in my F 
organization 

16 2.88 3.659 21.074 .001 

Organ ization ass igns challenging jobs to men M 38 4.03 2. 137 . 150 1.856 52 .069 

managers than female managers even though they F 16 3.44 1.716 24 .065 .099 
have identical qual ification 

Men have much more responsibilities than M 38 3.82 . 158 .693 .9 15 52 .364 

women managers even in si milar jobs F 16 3.50 .917 28.159 .367 

Women have opportun ity to challenge men for M 38 3.39 1.122 .294 2.852 52 .(J06 

desirable jobs to hold managerial positions 

(advancement) F 16 2.38 2.704 25.264 .0 12 

Most women enter organization without career M 38 3.79 .049 .826 1.445 52 . 154 

plan that wi!l enable them to be manager F 16 3.3 1 1.422 27.273 .166 

Women don't have adequate access to career M 38 2.61 1.490 .228 -3.505 52 .001 

opportunities as men managers F 16 3.88 -3 .622 30.446 .001 

Men ur:derstood marc what career path exists in M 38 3.39 1.562 .217 -2.994 52 .004 

organizat ion than women F 16 4.44 -3.109 30.795 .004 

Women managers have adequate access to M 38 3.21 .766 .386 2.789 52 .007 

professional coaches (mentor) in career path F 
choices. 

16 2.19 2.875 30.260 .007 

Organizational structure creates difficult y for M 38 3.08 11.440 .001 -3.465 52 .001 

women managers reaching llpper management F 
levels 

16 4.3 1 -4.611 51. 800 .000 

Source, Own survey, 2008. 

Both men and women managers (respondents) stated that Regional level executive organizations 

have objective human resource development po li cy. Comparati vely however, men managers (X 

=3.74) reported slightly higher than women managers (X =3.63) even though there is no 

significant difference between two pop ulation of study (t (52) =0.365, p>0.05). Thi s shows the 
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presence of objective human resource development policy in the executi ve branch of Regiona l 

level governmental organizations. The presences of obj ecti ve human resource development 

policy, however, do not guarantee equal opportuni ty for women managers for management 

development programs compared to men managers. While men respondents, agree or strongly 

agree ( X = 3.S8) that wo men managers have equal chance with men counterparts to enhance 

their managerial ski li s, women managers di sagree ( X = 1.94) to the statement. A two tai led 

independent sample t-test shows that there ex ists significant difference in average between two 

groups population (t (38) =S. 781, p<O.OS). Interviewees indicated that "women managers' access 

to managerial development programs is partly limited because of their assigtllilent non-strategic 

managerial jobs." The result thus suggests that there is no much doubt that women managers 

are di scriminated to have access to management's deve lopment programs in the Oromia 

Regional bureaus and offi ces. 

The investment made by the executi ve branch Regional level govelTlill ental organization of the 

Oromia Regional State to enhance women managers' capability is very littl e. Men parti cipants 

remain almost neutral ( X = 3.1 8) about the extent of organization 'S investment on women 

managers to build their capability. Women managers on the other hand almost di sagree (X 

=2.3 1) indicating that the investment made so far on women manager capacity building is not 

suffic ient. Statisti call y the difference between population average is signifi cant (t (30) =2.SI 0, 

p<O. OS). This implies women and men managers are quite di fferent on the adequacy o f 

investment made by the organization to build women managers' capacity. Generall y, however, 

the result indicates the level of investment made by Regional bureaus and offices to enhance 

women managers' managerial skills is not sufficient. 

Gender mai nstreaming is recommended in all programs and proj ects to ensure gender equality in 

development process. However it is found that gender mainstreaming acti vities is lower in 

human resource deve lopment programs in the Oromia Regional level executi ve branch 

organization. Women managers (X = 2.1 9) repol~ed that management development programs 

they attended had not gender mainstreamed mostl y. Men managers however slightly agree 

( X =3.2 1) that most management development programs they had attended were gender 

mainstreamed. As a result there is significant difference in average between men and women 

population (t (44) =3.398, p<O.OS). Therefore, it is di ffi cult to believe that executive organ 
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Regional level 

programs. 

bureaus and offices mainstream gender Issues in managerial development 

With regard to management deve lopment programs in addressi ng women managers' needs both 

sex participants do not agree that the program in which they had participated were suffi cient 

enough to meet women managers demand. The average for men and women respondents is 2.58 

and 2.75 respectively. The result of independent sample t-test (t (52) =0.525, p>0.05) indicates 

that no significant difference exists in average between the two populations of the stud y. Thi s 

entail s most development programs offered by executi ve organ bureaus and offices of the 

Regional State are not conducted on the basis of developmental needs of women managers. 

Periodical review of success in management development programs is essential to take remedial 

action timely and to take lessons for future managerial development programs. Subjects of the 

study (both men and women) almost indicated that their organization do not review women 

managers ' success in management development. The level of disagreement varies between the 

men and women respondents. While men participants by and large remai n closely neutral 

(X =2.97) women subjects on the other hand suggested that their organization do not review the 

success of wo men managers (X = 1.94) in managerial development programs The mean of the 

population is signifi cantl y different (t (33) =3.109, p<0.05) implying that it is difficult to accept 

that the Regional bureaus and offices are reviewing women managers success in management 

development. 

About the existence of appropriate system for the advancement of women managers in the 

Oromia Regional bureaus and offices, a good number of women respondents either strongly 

disagree or disagree (X = 2.88) about the presence of appropriate system for women manage rs 

advancement while there sex opposites agree or strongly agree (X = 4.08) to this. There ex ists 

significant difference in attitude between the populations of study (t (21) =3.659, p<0.05). 

Hence, it is reasonable to question the existence of appropriate system in the Oromia Regional 

bureaus and offices for women managers ' advancement in the management ladder. 

Hertzberg's two factor theory of moti vations suggests that relatively hi gh leve l of responsibility 

associated with assignment to cha llenging jobs is critical for employees' moti vation and their 

development in the organization (Griffin and Moorhead, 2001). These opportunities are not 
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avai lab le to women managers as compared with that of men counterparts in the Oromia Regional 

bureaus and offices . Both group of participants of the stud y agree or strongly agree that 

organization assIgns challenging jobs to men managers even though they have identi cal 

qualification(women X =3.44, men X = 4.08). Similarly they also agree or strongl y agree that 

even in similar jobs men managers are much more responsible than women managers 

(women X =3.50, men X = 3.82). The independent sample t-test is not signi ficant for both 

assigtmlent to challenging jobs (t (24) =1.716, p>0.05) and ex tent of responsibility (t (52) 

=0.917, p>0.05) enjoyed by women managers-population mean is not significantl y different. 

This generally shows women managers do not have opportunity to experience relatively 

challenging job assigJUllents and hi gh level of responsibility. Consequentl y, therefore, women 

managers do not have the opportunity to broaden their managerial talent which in turn affects 

their chance of advancement into manageri al occupations. 

Existence of opportunity for employees to ask for better jobs in the organization is essential to 

address gender equality in employment. In this line women participants indicated there is no 

adequate opportunities for women managers to cha llenge men and thereby hold better 

manageri al jobs (X =2.38). Men parti cipants, however, almost pointed out that ava il abil ity of 

such opportunities for women managers (X =3.39). As a result significant gap in mean between 

populations is found which further suggests the difficulty to believe the availab ility of 

opportunity for women managers to (challenge) men for desirable managerial posi tions. 

The advancement of women in managerial jobs in the Oromia Regional bureaus and offices is 

constrained by women 's personal motives and poor access to career opportunities. The majorities 

of participants of both sexes either agree or strongly agt·ee (men of course with hi gher score) that 

most women enter organ ization without career plan that enables them to be manager. To be 

specific, men respondents (X =3.79) pointed out that most women enter organization with out 

career plan while the fi gure for women respondents is relati vely lower (X =3.3 1). No 

significant gap in average between populations of the stud y is observed (t (52) = 1.445 , p>0.05). 

Therefore, poor career platming before entering organization creates problem for women 

employees to enter into managerial jobs and to advance thereon in managerial leve l in the 

Oromia Regional bureaus and offices. 
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Access to career development oppOltun ities is one among the facto rs that could affects 

employees development chance In organi zations. Sample respondents of men and wo men 

managers have oppos ite views on thi s issue. Women participants agree (mean = 3.88) that 

women managers do not have adequate access to career development opportunities in their 

organization while men subjects do not agree (X = 2.6 \). Significant gab is observed In 

population mean (t (30) =3.622, p<0.05) . Thus it is difficu lt to beli eve that women managers 

have adequate access to career development opportunities as men managers. Th is fU11h er 

indicates that wo men managers are di scriminated in getting access to career developmen t 

programs in the Oromia Regiona l bureaus and offices. 

Organizations have to provide professional coaching service to their employees in career path 

choices. In thi s respect despite the fact that women palt icipants (X = 2.50) pointed out that their 

organi zation is not providing adequate professional coaching service to women managers to 

choose career path; men subjects (X = 3.29) on the other beli eve that professional coaching 

service given to women managers somewhat adequate. Significant difference in average 

between populations is found (t (52) =2.089, p<0.05). Accordingly it is difficult to trust that 

women are adequately advised in career path choices in the executi ve branch Regional level 

bureaus and offices . Moreover, even if there is significant gap between population mean (t (3 1) 

=3. 109, p<0.05) both sex respondents indicated that men understood more what career path 

ex ists in the organization than women. This suggests generall y women managers do not have 

adequate career choice professional coaching serv ice and career path information as well in the 

Oromia Regional bureaus and offices. 

Organizational structure might create diffi culty for some emplo yees movlllg up in the 

organizational hierarchy. To thi s end , women participates by and large strongly agree (X = 4.3 1) 

that organizational structure creates difficu lty for women managers reaching upper level 

management positions where as men respondents slightly agree (X =3.08) to the difficulties 

created by organizational structure for the advancement of women managers. Significant 

difference in mean between the popUlations is noticed (t (52) =4 .611 , p<0.05) supporting that 

organi zational structuri ng creates cha ll enges for women managers reaching upper management 

levels in the Regional executi ve bureaus and offices. It also indicates that limited attention is 

given to organi zational structuring to make the structure gender sensitive for managerial jobs. 
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4.4. Personal and Organizational Culture Challenges of Women in 

Management in the Regional Bureaus and Offices 

4.4.1. Women Managers and Personal Barriers 

Women 's share of managerial jobs has been constrained by their own personal barri ers. Lack of 

ri ght education, absence of further training opportunities, inadequate managerial experience, lack 

of confidence to challenge decision making process of organization, and family responsibilities 

are the major among personal factors that negatively affect women's share of managerial jobs. 

Table 4.4 shows personal barriers of women in management. 

Table 4. 4Pe .. sonal Ba .... ie .. s of Women in Management 

Levene's Test 
for Equality of 

~ 
Variances I I_Ie" foo- Fn,,,i;l v f 

Item 
-0 S;g (2· 
c -
" X 

tailed) 
\:) Z "F" Sig. I df p, value 

Women managers do not have right education for M 38 3.84 .464 .499 3.658 52 .001 

manageria l jobs F 16 263 3.495 25.661 .002 

Women managers do not have further training M 38 2.84 8.965 .004 -4 .757 52 .000 

opportuni ti es F 16 4.38 -6.102 49 .977 .000 

Women managers do not have adequate M 38 3.45 .599 .443 - t.3 76 52 . I 75 

manaecrial experience F 16 3.94 - 1.385 28.697 . 177 

Female managers are morc M 38 2.95 .416 .522 -2.924 52 .005 

empowcring(participative) than male managers F 16 4.00 -3.000 29.961 .005 

Men and women managers perform organizational M 38 3.24 .757 .388 -1.491 52 .142 

act ivities differently F 16 3.81 -1.438 26.150 .162 

Men and women manager uses simi lar Iype of M 38 2.34 .401 .529 1.269 52 .210 

leadership style F 16 2.00 1.220 25.985 .233 

Women managers do not have characteristics M 38 3.00 1.673 .202 .348 52 .730 

associated with leaders F 16 2. 88 .309 22.427 .760 

Managerial jobs are not desirab le for women M 37 3.19 .003 .954 -3.354 5 I .002 

F 16 4.06 -3.228 26.247 .003 

Women managers do not have confidence to M 38 3.61 .004 .947 1.408 52 .165 

challenge the decision mak ing process of the F 16 3. 19 1.367 26.494 .1 83 
on~an ization 

Women with greater famil y responsibi li ty are less M 38 3.79 

committed to their career 
1.640 .206 -.259 52 .797 

F 16 3.88 -. 29 1 37.649 .772 

Executi ve ro le impose more demandi ng schedll ie M 38 3.32 .388 .536 -2 .907 52 .005 

on thc personal lives of women than of mcn F 16 4.1 9 -2.840 26.862 .009 

Womcn managers are challenging the stereotype M 38 2.87 . 145 .704 -.343 52 .733 

that only men are fit to-managerial positions F 16 3.00 -. 338 27.490 .738 

Women managers have common interest in - M 38 2.79 .115 .736 -.561 52 .577 

fighti ng for greater inclusion in to management F 16 3.00 -.560 28.066 .580 
I iobs 

Source, Own survey, 2008. 
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Participants of the study hold different views about women's educational background and its 

match to managerial jobs. Male participants agree (X = 3.84) that women's educational 

background do not fit for manageria l jobs. Women participants on the other hand disagree 

(X =2.63) and believe that women managers do have right educat ion to managerial jobs. 

Independent sample t-test result is significant between mean of the population (I (52) =3.658, 

p>0.05). Thus it is seems reali stic to accept that women managers' educational background 

directly or indirectly lim its their share of manageri al positions in the Oromia executive branch 

Regional bureaus and offices. 

Further training oPPoliunities IS important for one self to Improve personal skill s. Men and 

women participants do not have the similar views about women managers further training 

opportunities. While women participants reported (X = 4.38) that women managers do not have 

fllliher development opportunities, men subj ects sli ghtly agree (X =2.84) that availab ility of 

further development chances for women managers. The mean of the populations differs 

significantly (t (50) =6.102, p<0.05). The result points out that it is difficult to believe that 

women managers have adeq uate opportuniti es to attend further training programs in the regional 

bureaus and offices of the executive organ govelllmental organization. 

Adequate manageria l experience is impoliant to perf 01111 managerial duties effect ively and 

e fficient ly. Both partic ipants of the study reported that women managers do not have adequate 

managerial experience. The mean of population does not differ significantly (t (29) =1.385, 

p>0.05). This implies that lack of managerial experience (not assigned to different managerial 

jobs particularl y), which is the consequence of many factors, created difficul ties for women 

managers to ho ld relatively better managerial positions. 

Men and women managers do not have similar atti tude about participative behavior of female 

managers. Men managers have reservation (X = 2.95) about participative behavior of women 

managers where as women managers consider themselves as empowering employees more (X = 

4.00) than men managers in deci sion making process. Significant di fference in average IS 

observed between population of study (t (52) =2.924, p<0.05). Although, it seems logical to 

doubt participative behavior of women managers than and men managers (based on managers 
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responses) the responses of subordinates indicates that women managers are more partici pati ve 

than men counterparts. 

In performing organizational activities, the result of sample respondents indicates that women 

and men managers are different. Both men (X =3.58) and women (X = 3. 56) subjects agree that 

women and men managers perform organizational activities differently. No signifi cant difference 

in population mean is seen in this respect (t (23) =0.039, p>0.05). It should be noted that 

differences in behavior in performing managerial duties between women and men managers 

affects women's share of managerial jobs particularly if decision makers are dominated by men 

(holding men culture) in plac ing employees fo r managerial jobs. Respondents of the stud y also 

indicated that women and men managers do not use similar leadership style. Both parti cipants 

believe that the leadership style of women managers (X =4.13) and men managers (X =3.05) are 

dissimilar. Significant difference in population is observed (t (52) =3 .478, p<0.05) suggesting the 

need to doubt existence of similari ty in leadership style of men and women managers. 

Population of the study do not have signifi cant difference in average as to characteristics 

associated with women leaders (t (24) =0.445 p>0.05). Both groups (women X =3.38, men X = 

3.55) agree that women managers do have characteristics associated with leaders. Thi s indicates 

that women managers possess characteristics associated with leaders. Furthermorc, both women 

(X =4.06) and men (X =3. 19) managers indicated the desirability of managerial jobs for women 

employees . The attitude of men managers however is still not lower. In other words men 

managers do not have ex tremely positive attitude about the suitability of managerial jobs for 

women managers. Consequently signifi cant difference in average between population is 

observed (t (52) =3.354, p<O.05). The result points that male manager' s reservation about 

desirability of manageri al jobs for women which in tum negatively effect women's chance to 

hold managerial jobs and their advancement in the management hierarchy. 

Women managers' confidence to challenge decision making process of the organ izat ion is found 

almost neutral. Both groups of respondents of the study are almost neutral about the confidence 

of women managers. Significant difference between the populations is not seen (t (52) = 1. 042 , 

p>0.05). Thus, it is difficult to suggest the level of women managers' confidence to chall enge 

deci sion making process of organization. 
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Multiple responsibilities and executi ve rol e impose chall enges on women managers' 

performance and their commitment to career development. Both respondents of the study 

indicated that women with greater famil y responsibilities are less committed to their career. 

Population mean is not significantly different (t (3 8) =0.291 , p>0.05). And hence greater famil y 

responsibility checks wo men managers to advance in career deve lopment path in the Regional 

bureaus and offices. As to the executive rol e, both men (X = 3.32) and women (X = 4.19) 

subjects agree that managerial ro le imposes more demanding schedule on personal li ves of 

women managers than men managers. The difference between the popul ation mean, however, is 

significant statistically (t (52) =2.907, p<0.05). Thus, women managers are constrained greatly 

by fam il y responsibilities in their career development than what men managers perceive. It also 

implies men managers with such attitude may not be wi lling to assign women managers to 

challenging jobs which in turn affect their opportunity of growth. 

Women managers neither have common interest in fi ghting for greater inclusion into manageri al 

jobs nor strongly challenge the stereotype that on ly men are fit to manageri al positions. Both 

women and men subj ects almost neutral about common interest among wo men managers in 

cha llenging the stereotype and claiming greater inclusion into managerial jobs. The result of 

independent sample t-tests is not signi ficant for the populations mean difference (t (52) =0.343, p 

>0.05) and (t (52) =0.561, p> 0.05 respectively). Therefore, women managers' courage to 

challenge men for manageria l jobs co llectively so as to enhance their manageri al positions is not 

satisfactory in the Regional executive bureaus and offi ces. 

4.4.2. Women Managers and Challenges of Organizational Culture 

Organizational culture could affect the interaction of employees within the institution and their 

development as well. In this regard , different resu lts are obtained in the study uni verse. Table 4.5 

demonstrates challenges created by organizational culture to women in management. 
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Table 4. 5 Challenges Created by Organizational Cnltnre to Women in Management 

Levene's Test 
for Equality of I-lest for Equali ty of Means 

Hem 
Variances 

~ 

'" "0 Sig. (2 -

" -
'" X 

tailed) 
c.:> Z " F" Sig. T dr p, value 

There IS strong acceptance of hierarchy of M 38 3.29 3.623 .063 -1.384 52 .172 

structure in organization F 16 3.75 -1.526 35.662 .136 

there is strong acceptance of unequal superior- M 38 3.45 .195 .66 1 -.785 52 .436 

subordinate relationship in organization F 16 3.69 -. 737 24.803 .468 

Women managers are gi ven few resources than M 38 2.92 1.545 .220 -2.541 52 .0 14 

men managers to do th eir j obs commensurate 

with thei r positions F 16 3.88 -2.608 29.956 .0 14 

Women managers have fewer chance to make M 38 3.58 4.302 .043 - 1.546 52 .128 

imporlant networks than male managers because 

thev are assi.gned to lower visible iobs F 16 4.13 - 1.674 34.075 .103 

Women managers have fewer opportunities to M 38 3.32 4.150 .047 -2 .057 52 .045 

share ideas with their sllpervision F 16 4.06 -2.288 36.442 .028 

Women managers arc left Oul of import ant M 38 3.18 .775 .383 -2.746 52 .008 

networks in organ ization than men (no personal F 16 4. 19 -2.750 28.345 .010 
'upportt 
Predominance of male at the top level negative ly M 38 2.92 .048 .827 -4.092 52 .000 

affects women's opportu niti es to advance into F 
positions of power 16 4. 25 -4.015 27.117 .000 

Women managers don't equall y participate in Ihe M 38 3.08 .070 .793 -2. 165 52 .035 

fo rmulation of organizational policies F 16 3.8 1 -2.197 29. 189 .036 

Women's present posi ti ons of management match M 38 334 .556 .459 3.207 52 .002 

the ir ideal positions of management F 16 2.13 2.955 23.900 .007 

Women managers are effective in manag ing M 38 3.03 .154 .697 -.67 1 52 .505 

organizational activi ties than men managers. F 16 3.3 1 -.654 26.752 .5 18 

Women managers are more suitable fo r M 38 3.82 .396 .532 -.534 52 .596 

organizational transforrnation (change) . F 16 4.00 -.535 28.359 .597 

SOl/fee, Own survey, 2008. 

1n the Oromia Regional bureaus and offices hierarchy of structure in organizati on is strongly 

accepted. Both women (X = 3.06) and men (X = 3.26) subj ects of the study agree that hierarch y 

of structure is accepted as culture of organization. Population mean is not significantly different 

(t (25) = 0.489, p>0.05). Respondents also agree that there is strong acceptance of unequal 

superior - subordinate relationships in Regional bureaus and offices. No signi fi cant di ffe rence is 

seen in average between the populations of the stud y as we ll (t (21) = 1. 584, P >0.05). Thus, 

unequal superior-subordinate relationship and acceptance of hierarch of structure as culture o f 

the organization limit interaction of employees in general and women employees in particular in 

the executive branch Regional bureaus and offices. 
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Resource availab ili ty affects managerial performance. In thi s aspect women and men managers 

have opposing views about the amount of resource given to women managers. Women managers 

(participants) (X = 3.88) reported that women managers are not gIven suffi cient resources 

commensurate with their posi tions. Men subjects, on the other hand , are al most neut ral 

(X =3.25) about the size of resource given to women managers. Consequently, signifi cant 

difference is observed in average between populations of the study (t (30) =2.608, p<0.05). 

Therefore, it is reasonable to question about equal allocation of organizational resource for 

women managers and men managers to do there jobs in the Regional executive branch bureaus 

and offices. 

Women managers in the Oromia Regional bureaus and offi ces do not have adequate chance to 

make important network, share in folmation and hence left out of important networks as 

compared to men during the study period. Both sex participants indicated that because of 

assignment to less important jobs (t (34) =1.674, p>0.05), fewer opportunities to share ideas with 

their supervi sors (t (36) =2.288, p<0.05) and inadequate personal support (t (28) =2.750, p<0.05) 

women managers are kept out of important network. Respondents of interview further stated 

that "societal attitude, va lues and beliefs, and women's famil y responsibilities have restri cted 

women managers to have important networks with men managers (even among their own sex 

group)." Although there are signifi cant differences in average on opportunities to share idea 

and personal support, the result suggests women managers do not have equal opp0l1unities as to 

male counterparts to make important informal network and share information in the Oromi a 

Regional bureaus and offi ce. 

Participation of both sex managers in the fomllllation of organizational policies is essential to 

ensure gender equality and empowerment at work place. In the Oromia Regional bureaus and 

offices, women managers are not equall y participate with men in the fo rmulation of 

organi zational policies. Women managers (X =3.8 1) subj ects espec ial ly pointed out that women 

do not equally par1ic ipate in organizational po li cy development. Men managers, however, 

slightly accepted (X =3.08) the ex istence of unequal pal1icipation of both managers in 

organi zational policy formul ation. Hence, signifi cant difference between the population mean 

is found (t (52) =2.165, p<0.05). In terviewees are fou nd to share women managers' idea. They 

pointed out that, 
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even when the opportunity for participation exists, wOlilen mallagers 

participation remaills ollly symbolic." They said that "male- values and under­

representation of women managers are the major factors for inactive participation of 

women managers in organizational policy formulation. " 

Thus, the participation of women managers in formulation of development policy of their 

organi zation is limi ted. This fUlih er indicates that male-values by and large dominate 

organizational policies. 

There are similarities and differences, in attitudes among women and men managers in 

connection with women managers' perf0l111anCe, women's present positions of management, 

women managers ' suitabi lity for organ izational change and the effect of male managers' 

dominance at top level on women 's share of manageri al occupations. Women (X =3.31) and 

men (X =3.03) managers agree that women managers are effective in managing organi zational 

activities. No significant difference in population mean is observed (t (52) =0.67 1, p>0.05). Both 

subjects indicated that women managers are suitable for organizational transfol111ation. The 

difference in level of agreement between men (X =3.82) and women (X = 4.00) is very minimal 

and hence there is no significant di fference obtained in population average as well (t (52) =0.534, 

p>0.05). As to the difference, women managers (X = 4.25) agree that advancement of wo men 

into positions of power is constrained by predominance of male at the top level whil e men (X = 

2.9) on the contrary do not accept it. Secondly, whil e men respondents (X = 3.34) agree that 

women 's present positions of management match their ideal positions of management women 

respondents (X =2. 13) opposed this attitude of men managers. Thus, sign ificant difference 

between population in average is noticed on the effect of male dominance at top level (t (52) 

=4.092, P<0.05) and women present positions of management (t (24) =2.955, p<0.05). This 

shows, even though, women managers are very su itable for organizational transfollllation and 

effective in managerial jobs it is logical to argue that male-value dominated organizational 

culture has created challenges for women 's share of managerial jobs in the executi ve branch 

Regional level bureaus and offices . This is further supported by the interview information . 

Respondents underscored that male dominance organi zational culture which is the result of 
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inheritance from the society is one of the most senous problem. They also indicated that thi s 

cu lture is very diffi cult to change very soon. 

4.5. Attitude of Subordinates toward Women Managers' Behavior and 

Performance 

Knowledge of att itude of male and female subordinate towards women managers is important to 

identify the challenges and opportunities in promoting women into managerial positions. In the 

study area, both men and women followers almost have similar attitude except on few items 

where significant difference is observed in the average between population of the study. The 

attitude of subordinate participants towards women managers is presented in Table 4.6. 

T able 4. 6 Attitudes of Subordinates towards Womeu Mauagers ' Performance and 

Behavior 

Levene's Test for 
Equality of I-Icst for Eq uality of Means 

Item Variances 

" Sig. (2-
"0 -c tailed) p, 
0 X 0 z "P" Sig. T df value 

Women and Men managers manage M 56 I~ 12.584 .001 -.215 104 .830 

organi zational acti vities differently F 50 3.52 -.211 88.113 .833 

Women managers are more partic ipative M 56 3.16 4.043 .047 -1 .323 104 .1 89 

than men managers 
P 50 3.48 -1.307 94.163 .194 

Women managers arc more effective in M 56 3.43 .593 .443 -2.392 104 .019 

aChieving organ izational goals F 50 3.96 -2.372 97.416 .020 

Female managers are more assertive than M 56 3.23 1.492 .225 -.544 104 .587 

mate managers F 50 3.36 -.540 98.040 .590 

Women managers beller consider employees' M 56 3.54 1.184 .279 1.516 104 .1 32 

interest than men managers F 50 3.16 1.505 98.054 .136 

Men and women manager display s imilar M 56 2.20 2.018 .158 -2.473 104 .015 

type ofleadcrship style(lcadership traits) P 50 2.62 -2.459 99.694 .016 

Women managers respect followers idea M 56 3.48 .116 .734 -.977 104 .331 

than male mJnar!ers 
Women managers are good in team building M 56 3.45 .140 .709 -1 .508 104 .135 

than male mana crers 
Women managers are suitable to deal with M 56 3.25 .678 .412 -3.032 104 .003 

situational va riables than men managers F 50 3.92 -3.010 98.380 .003 

Womcn managers ha ve strong conridencc in M 56 3.11 3.795 .054 1.364 104 .176 

their subordinates than men managers F 50 2.80 1.348 94.562 .181 

Source, Own survey, 2008. 
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Table 4.6 Cont----

Item Levene's Test for 
Equali ty of I-test for Equality of Means 

- Variances 

" '0 

" -
" X 

Sig. (2-lailcd) 
0 Z "F" Sig. T df p, value 

Women managers di scharge their M 56 3.68 .009 .927 -2.989 104 .003 

responsibilities more effectively than F 50 4.30 -2 .976 100.343 .004 
men managers 
Women managers share informat ion M 56 3.57 .771 .382 -1.606 104 .111 

morc readily than men managers F 50 3.92 -1.591 96.573 .115 

I am disappointed with leadership style M 56 3.29 .873 .352 -.224 104 .823 

of women managers F 50 3.34 -.223 98.699 .824 

I prefer male managers than women M 56 309 4.820 .030 -1.853 104 .067 

managers F 50 3.58 -1.836 96.864 .069 

Men are more qualified than women to M 56 2. 71 .899 .345 .572 104 .569 

be a manager F 50 2.58 .567 97.684 .572 

Women arc inappropriate for M 56 3.39 7.907 .006 .351 104 .726 

management F 50 3.30 .346 92.1 16 .730 

Senior managerial jobs should be M 56 3.25 .616 .434 -1.664 104 .099 

essentially men's jobs F 50 3.68 -1.662 101.959 .100 

Women managers do not have M 56 3.23 .339 .561 -3.243 104 .002 

characteri stics associated with leadership F 50 4.00 -3.211 96.133 .002 

Women's current posit ions reneel thei r M 56 3.45 2.472 .119 -.312 104 .755 

own self-image F 50 3.52 -.309 95.210 .758 

Women arc ideally suitable for M 56 3.57 1.88 1 .173 -3.636 104 .000 

homemaker role than breadwinner role F 
50 4.36 -3.660 104.000 .000 

(ll1ana.geria l) 
Women's present posi tiontng in M 56 3.30 12.542 .001 -7.204 104 .000 

management match their ideal posi tions F 50 4.52 -7.361 96.900 .000 
of l 
Source, Own survey, 2008. 

Both sexes' subord inates of women managers and men managers agree that there are differences 

between men and women managers in managing organ izational activiti es, employees' 

participation and concern for employee issues. Both sexes' fo llowers rated women managers as 

effective in managing organi zational activities. However, significant difference between 

population mean is seen (t (97) =2.372, p<0.05). Respondents reveled that women and men 

managers are managmg organizational activities di fferently. Difference between population 

mean is not significant (t (88) =0.2 11 , p>0.05). Moreover, both sex-followers said that women 

managers are more participative than men managers in decision making, and consider 

employees' interest better than men managers. The average does not significantly differs 

between the group (t (94) = 1.307, p>0.05 ; t (98) = 1.505 , p>0.05 respectively). Therefore, it 

would be safe to say that women are different fi·om men managers in managing organ izational 
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acti vities, in invo lving subordinates in decision making, and add ressi ng employees' needs in the 

executive branch regional level bureaus and offi ces. 

Women managers are al so different from men managers in the type of leadership style they are 

adopting. Firstly, both sex participants indicated that women and men managers don't di splay 

similar leadership styles (trai ts) . Result of independent sample t-test is however significantl y 

different (t (99) =2.459, p<0.05) between population mean. Secondly, majority of followers 

(both sex) agree that women managers respect followers' ideas more than men managers. 

Difference between populations averages is not signifi cant (t ( 104) =0.977, p>0.05). Thirdly, 

respondent generall y agree that women managers are better in team building than men managers. 

Lastl y, subjects of the study appreciate that sui tabili ty of women managers than men 

counterparts to deal with situational variables . Significant difference in the average of population 

is obtained despite general agreement of respondents of both sexes (t (98) =3 .010, p< 0.05). The 

result, therefore, suggests even though female subordinates rated women managers higher on 

difference in leadership style of women from men and the suitability of women managers to deal 

with situational variab les, women managers in the Oromia Regional bureaus and offices by and 

large adopt transf0l1l1at ionai leadershi p approach in managing organizational activiti es. 

With regard to trust of women managers in their subordinates and discharging their 

responsibility of management, male and female subordinates express almost simi lar views. The 

average for population of the stud y does not significantly differs (t (95) = 1.348, p>0.05) in the 

ex tent of confidence placed by women managers on their subordinates . In discharging 

responsibilities of management, women managers rated higher than men managers by followers 

of both sexes. Both men (X =3.68) and female (X =4.30) agree (females strongly agree) that 

compared with men managers, women managers are effective in discharging their 

responsibilities. The average for the populations of the study is found to be significantl y different 

(t (104) =2.989, p<0.05). Despite th is fact the resu lt generall y suggests that women managers are 

effective in di scharging thei r responsibilities and good in trusting their subordinates. 

Subordinates of managers almost have identical views about women managers with respect to 

sharing of information ; leadership style; preference of managers; fitness of women to 

manageri al jobs, who should hold sei1lor managerial jobs; women managers and leadership 

characteristi cs; and women managers present positions and their image. Parti cipants of the 
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study (both sexes), indicated that women managers are more wi lling to share information than 

men managers. The resu lt of independent sample t-test is not signifi cantl y different between 

populations average. Thus, both followers have similar attitude in th is item-women managers 

share informat ion readily with their subordinates. Secondly, both sex respondents reported that 

they are not di sappointed with the leadership style of women. Women followers p311icularl y 

di sagree (X =3.34) that leadership style of managers are not attractive. No sign ificant difference 

in average is obtained between populati on o f the study (t (99) =0.223, p<O.OS). Hence, both sex 

followers seem to be willing to accept women as their managers in the Oromia Regional 

executive branch bureaus and offices. Th ird ly, in terms of quali fication, respondents of both 

sexes agree that men are more quali fied than women to be a manager. Significant difference in 

mean between population of the stud y is not obtained (t (98) =0.S67, p>O.OS). Thus, lack of right 

qualification by women in the Oromia bureaus and offices of the executi ve branch create 

challenge for women employees to hold and be promoted in manageria l positions. Fourthly, both 

sex fo llowers do not beli eve that women are unfit for managerial jobs (t (92) =0.346, p>O.OS) 

suggesting that women employers are suitable for managerial jobs. Fifth, no signi ficant 

difference is seen in mean between populations of the study on who should hold senior 

managerial jobs in organizations . Both male (X =3.2S) and female (X =3 .68) respondents 

di sagree that senior managerial jobs should be exc lusively men's jobs. Pop ulations mean is not 

found to be signi ficant ly different (t (102) = 1.662) P>O.OS) wh ich ensures capability of women 

managers to hold senior managerial positions and it seems that both sex fo llowers are willing to 

accept women managers as the head of their organization. Six, as to the characteri st ics associated 

with leadershi p, both sex subj ects are not agree that women managers do not have features 

associated with leadership in general. However, while women followers strongly oppose (X = 

4.00) men followers (X = 3.23) are almost incli ned to reservation . As a result significant 

difference in average between the groups of the stud y is observed (t (l 04) =3.243, p<O.OS). This 

implies that followers do not have similar perception about leadership characteri stics of women 

managers-women followers rated women manager leadership characteristics higher. Seventhl y, 

both sex fo llowers have identical att itude about women managers' cun-ent posi ti ons in relation to 

women's own self-co ncept (image). Both respondents do not agree that women current positions 

of management do reflect their own self image. The independent sample t-test is not signifi cantly 

different in average between the populations (t (95) =0.309 P> O.OS). This shows there exists 
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discrim ination in managerial occupations that accounts for the under-representation of women in 

management not their own se lf image to hold managerial occupations. 

Women and men subordinate do not have similar level of agreement on managerial role of 

women and present positions of management even though their level of agreement is not 

differen t greatl y. Both partic ipants do not believe that women are idea ll y suitab le for homemaker 

role than managerial role (breadwinner). They do not also believe women's present positions of 

management match their ideal positions of management. Women subordinate are specifica ll y 

indicated clearl y their di sagreement with perceived societal role of women and ClllTent positions 

of management. Consequentl y significant difference is observed in average between populations 

of study in these aspects. The independent sample t-test is found (t (104) = 3.660, p< 0.05) and (t 

(97) = 7.36 1, p<0.05) respectively. This implies, though, men subord inate do not believe great ly 

with preserved role of women and their present positions in management, men and women 

followers hold different attitude in these areas . These further suggest that men subordinates do 

not totally removed the attitude and perceived rol es of women's' assigned by the soc iety. 

To sum up, both sex followers reported that women managers are participati ve and respect 

subordinates' ideas, good at addressing employees' Issues, team building and shaling 

information and different from men counterparts in managing organizational activities. 

Respondents are slightl y di fferent on the role of women managers and present positions of 

women in management. 

4.6. Initiatives Taken to Enhance Women's Share of Managerial 

Positions in the Oromia Regional Bureaus and Offices 

4.6.1. Initiatives Taken by Regional Bureaus and Offices to Enhance 

Women's Share of Managerial Positions 

Organizational commitment and support to realize gender equality at work place is very vital. 

The initiatives and level of commitment made by the Oromia Regional executive branch bureaus 

and offices are not enough to break the "glass ceiling". Table 4.7 presents the organizational 

initiatives to enhance women's' share in managerial occupations in sampled bureaus and offices. 
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Table 4. 7 Organizational Initiatives to Enhance Women's' Share in Managerial 

Occupations 
Levene's Test ror 
Eq uality of H est for Equality of Means 

~ 

Variancc~ 
~ Sig. (2-

Item 
"C -C 
~ X 

tailed) p. 
0 Z T ' Sig. t df value) 

Top officials have sustai ned commi tment to change M 38 2.63 8.688 .005 1.700 52 .095 

organizational culture for women to ad vance in 

management hierarchy F 16 2.00 1.941 38 .930 .060 

Top officials properl y enforce gender policy M 38 2.74 4.184 .046 1 069 52 .290 

F 16 2.38 1.172 35. 197 .249 

Senior officials provide strategic direction(support) to M 38 3.16 .116 .734 1 029 52 .308 

promote women into management 
F 16 2.75 1.002 26 .709 .325 

Senior officials have established accountability for M 38 2.97 .189 .665 1.258 52 .214 

proper implementation of gender policies F 16 2.50 1.323 31 .740 .195 

organization has specifi c agenda for women to enter M 38 2.92 5.046 .029 3.060 52 .003 

management positions F 16 1.75 3.384 35.922 .002 

organization provides support to women managers to M 38 3.11 2.558 .11 6 2 .970 52 .004 

balance their work and famil y (personal ) F 
responsibilit ies 

16 1.94 3.158 32 .593 .003 

Top management tS equally willing to promote M 38 3.32 6.401 .014 2.654 52 .011 

women and men managers 10 top management. F 16 2.31 3.083 40.597 .004 

Middle managers are prepared for playing their uniqllc M 38 3.68 2. 810 52 .007 

leadership role for the advancement of women .029 .866 

managers F 16 2.69 2.803 28.096 .009 

A ffirmati ve action enhances women promotion into M 38 2.92 
management positJons 

.133 .716 1.473 52 .147 

F 16 2.38 1.501 29.484 .144 

A ffi rm:lt ive action has been applied to top 

management level 

M 38 3.11 1.960 .1 67 2.394 52 .020 

F 16 2.19 2.597 34.212 .014 

Organizational restructuring enhances the chance of M 38 2 .55 2.077 .155 1.903 52 .063 

women to enter managerial positions 
F 16 2.00 1.997 31 .580 .055 

Women managers' complains are answered regularly M 38 3.16 .790 .378 2.127 52 .038 

F 16 2.31 2.157 29. 143 .039 

Current formal institutional arrangement in my M 38 3.18 4. 334 52 .000 

organization is gender sensitive 
1.024 .3 16 

F 16 2.00 4.396 29. 177 .000 

Source, Own survey, 2008. 

The initiatives that are taken by top officials of the Regional executive branch bureaus and 

offi ces to change organizational culture, to enforce gender poli cies and provision of strategic 

suppOt1 for women to enter and advance in manageri al occupations are not suffici ent. 

Participants of the stud y (both sex) indicated that top officials do not have sustained commitment 

to change organizational culture for women to join and advance in management hi erarchy. 

Population mean is not found to be different significantly (t (39) = 1.941 , p>0.05). This suggests 
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that the level of commitment made by top offi cials of Regional bureaus and offices to change 

organizational cul ture to ensure gender equality at work place is limited. Secondl y, top officials 

are not properl y enforcing gender policies . Women (X =2.38) and men (X =2.74) parti cipants 

suggested that the level of enforcing gender policies by senior offi ci als in the executive branch o f 

Regional bureaus and offices is minimal. Absence of significant di fference in population average 

(t (35) = 1.1 72, p>0.05) suggests that the ini tiati ves taken by senior offi cials to enforce gender 

policies in the Regional bureaus and offi ces (executi ve branch of government) are not adequate. 

Thirdly, senior officials do not provide sufficient strategic direction (support) to promote women 

into management. Women respondents (X =2.75) particularl y pointed out that top officials do 

not provide the required support adequately. In spite o f thi s fact, however, population average 

does not differ signifi cantly (t (52) =1.029, p>0.05). Thus, strategic direction offered by top 

offi cials in the Regional executi ve branch bureaus and offices to enhance women's chance of 

managerial jobs is limited. Fourthl y, accountability fo r proper implementati on of gender poli cies 

is not established either sufficiently in the Regional bureaus and offi ces of the executive branch 

of govemmen!. Women (X =2.50) and men (X =2.97) respondents indicated that extent of 

accountability estab lished by Regional bureaus and offi ces for proper implementation of gender 

policies is inconsistent. The di fference in average between populati on is not signi fi cant (t (52) 

= 1.258, p>0.05) that is, acco untabi lity for proper implementation of gender pol icies is not 

continuously checked by the Regional level executive branch bureaus and offices. Interview 

respondents al so hold the same v iew. They pointed out that "even though the initiatives taken so 

far are encouraging; the ex tent of materiali zing them is not adequate enough." Therefore, the 

level o f commitment made by top officials of Regional bureaus and offices (executi ve branch) to 

change organizational culture, enforce gender policies, provide strategic direction and ensuring 

accountability for women to join and advance in managerial jobs is overall not sati sfactory. 

Bes ides the aforementioned limited initiatives by the top officials of Regional bureaus and 

offi ces, they have no specific agenda for women to enter management positions and do not 

prov ide adequate support to women managers to balance their work and fa mil y respons ibi li ties. 

Women respondents (X =1.75, 1.94 respecti vely) particularl y pointed out that absence of such 

initiati ves . Accordingly, signi ficant gap between population average is obtained (t (36) =3.384, 
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p<0.05; t (33) =3. 158, p<0.05 respectively) . The result of interv iew info l111 ation does not much 

deviating as well. Interviewees said that, 

" ...... organization's agenda to increase women in management is not specific as 

such. " They also underlined that "supports given to women managers to balance 

their work and family responsibilities are very little. " 

This shows the absence of specific plan to enhance women's share of management positions 

and support for women manager so that they could di scharge both work and famil y 

responsibilities simultaneously. 

Signi ficant difference among populations of the study is observed on the willingness of top 

management to promote women managers and the unique leadersh ip role played by middle level 

managers for the advancement of women in management. While men participants (X = 3.32) 

indicated that top management is equall y willi ng to promote women and men managers to top 

level, and middle level managers play (mean=3.68) their expected ro le to promote women in 

management, women participants on the contrary di sagree (X =2.3 1) about the willingness of 

top management and the rol e played (X =2.69) by middle level managements. The independent 

sample t-test is sign ificant for the population 's average in these aspects (t (41) =3.083, p<0.05; t 

(52) =2.810, p<0.05 respectively) . Thus it is reasonable to doubt the extent of willingness of top 

offi cials to promote women and men managers on equal base, and the suffic iency of ro le played 

by middle level managers in order to increase women 's share of managerial occupations in the 

Oromia Regional executive branch bureaus and offices. 

Furthelmore, both subject groups of the study do not believe that affil111ative action has enhanced 

women's share of management positions and the application of affirmative action at top 

management level. Women participants particularly di sagree to the opportunities created by 

affirmative action (X =2.38) and the application of affirmative action (X =2.19) at top of 

organization for women to hold and advance in managerial occupations. Significant difference 

between population mean is not obtained (t (52) =1.473, p>0.05) on opportunities created by 

affirmative action while the average for the two population is different significantl y (t (34) 

=2.597, p<0.05) on the application of affirmative action at the top of the organization. 

Interviewees in this respect said that, 
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affirmative action has failed to increase women's share of managerial 

positions and could not applied to top managerial jobs partly because women 

employees in general and women managers in particular do not fulfil even the 

minill1ul11 requirements of such managerial jobs. " 

Considering gender issues in organizational restructuring and making institutional arrangement 

gender sensitive is crucial to correct past gender discriminations and maintain gender inequality 

at work places. In the Oromia Regional bureaus and offices the initi atives taken by respecti ve 

insti tutions were not sufficient to do so. Women parti cipants particularly reported that the 

initi atives taken by their organization to enhance women's share of managerial positions while 

organizational restructuring (X =2.00) and making institutional arrangement gender sensitive 

(X =2.00) are minimal. Men respondents almost hold similar attitude with women subj ects on 

organizational restructuring (X =2.55) but supported the view that existing institutional 

alTangement is gender sensitive. Significant di fference between popUlation average is not 

obtained with respect to organizational restructuring (t (32) =1.997, p >0.05) where as difference 

between population is significant (t (35) =5.701) in case of formal institutional arrangement. 

Therefore, it is rational to doubt the adequacy of the initiatives taken by the Regional level 

executi ve bureaus and offices in those areas of concern w that the share of women in 

administrative positions has been increased although as indicated women managers were failed 

to fulfill the minimum requirement of managerial post most of the time. Moreover, women 

participants particularl y reported (X =2.3 1) that women managers complains are not answered 

regularl y. Men participants, however, opted almost fo r reservation (X =3. 16) about timely 

response of organizat ion to women managers complai ns. The deference between pop Ul ations of 

the stud y is signifi cant (t (29) =2.157, p<0.05). This portrays that timely response of the Oromia 

Regional bureaus and offices of the executi ve branch to redress women managers ' complains is 

not adequate enough. 

To summarize, although the initiatives made by Oromia Regional level executive branch bureaus 

and offices to enhance the share of women in management are encouraging; they are not strong 

enough to break managerial "glass ceiling" and "glass wall". 
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4.6.2. Initiatives Taken By the Oromia Regional Government to 

Enhance Women's Share of Managerial Jobs 

Government commitment and support fo r proper imp lementation of gender po li cies is very 

criti cal to ensure gender in all aspects. Simi lar to inadequate initiati ves taken by the 

organ ization to improve women 's share of managerial posi tions, the initiatives made by 

the Regional govenU11ent is encouraging but generally not sati sfactory. Level of initi ati ve of 

made by Regional govenU11ent ensure gender equality in managerial jobs is illustrated in Table 

4.8. 

Table 4. 8 Initiatives Taken by Regional Government to Enhance Women 's Share of 

Managerial Jobs 

Levene's Test for 
Equal ity o r t-test for Equality of Means 

Item 
Variances 

~ 

" ' -
'0 ~ ~ C -
" X (J Z "F" Sig. Of 

vo -
t 

The executi ve branch of M 38 3.53 -1.767 52 .083 
government has been issued 3.800 .057 

appropriate gender policy to enhance F 16 4.13 -1.872 32.326 .070 
women shart: of Illana!!criul iobs 

Gender offices has been instituted in M 38 4.26 .002 .965 -.696 52 .490 
my organization 

F 16 4.38 -.726 31 .159 .473 

Gender office has been staffed M 38 2.39 1.576 .215 1.392 52 .170 
with adequate employees 

F 16 2.00 1.442 30.614 .159 

Adequate budget has been M 38 2.37 1.314 .257 .91 3 52 .366 

appropriated for the i mplcmcntation F 28.296 .369 
of [!cnder Dolicies 16 2.06 .913 

Gender issues has been incl uded M 38 3.24 3.582 .064 4.862 52 .000 

there developmental plans of my F 
onranization 

16 2.13 5.448 37.121 .000 

The regional government M 38 2.89 1.587 52 .118 

continuously oversees the F 4.619 .036 
implementation of gender policies to 

increases women share of managerial 16 2.25 1.759 36.089 .087 

I ;obs 
The regional government provides M 38 3.32 .841 .363 2.654 52 .011 

adequate support for the F 2.819 32.497 .008 
implementation of Qcnder noJicies 16 2.31 

Source. Own survey. 2008 . 
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Table 4.8 Cont----

Levene's Test for 
Equality of I-tcst for Equality of Means 

Item 
Variances -" ... -

'0 ~~ c: -
" X 0 Z "F" Sig. t Of 

The regional government M 38 2.37 .903 52 .37 1 

continuously evaluate the .254 .6 16 
performance of executive F 

organizations in addressing gender 16 2.13 .836 24 .168 A ll 

equality 

The executive branch of the regional M 37 2.84 2.902 51 .005 

government takes correcti ve action 15 .393 .000 

timely for the problem of women F 
16 1.75 3.754 50.316 .000 

managers 

Gender issues have been considered M 38 2.74 1.203 52 .234 

In restructuring the organization .509 A79 

system by execut ive branch of the F 

rc_gional .government 
16 2.31 1.230 29.709 .228 

Government refofm programs are M 38 3.26 3.090 .085 3.347 52 .002 

comprehensive enough to address 
_gender issues F 16 2.00 3.624 34.056 .001 

The political environment is good for M 38 4.32 3.291 .075 .317 52 .752 

gender equality F 16 4.25 .351 35.910 .728 

Source, Own survey, 2008. 

Respondents of both sexes agree that the Regional government has issued appropriate gender 

poli cies for women to hold positions of management. No significant di ffe rence between 

populati ons of the study is observed (t (32) = 1.872, p>O.OS) . Moreover, they al so revea led that 

gender structure(office) has been structurall y institu tionalized for implementation of gender 

poli cies in the Regional bureaus and offices. Population mean is not significantly different 

between the sexes (t (52) =0.696, p>O, 05) as well. Therefore, the initiative taken by the 

Regional government in thi s regard is encouraging. However, the initiat ives taken by the 

Regional govermnent on the en fo rcement and implementation of gender poli cies are not 

suffic ient enough to ensure gender equality at work place in general and that of manageri al 

occupations in particular. Participants of the study pointed out that the initi atives made by 

Regional govenU11enl are limited. 

First ly, both sex pm1icipants of the study stated that adequate budget has not been allocated for 

implementati on of gender po li cies by the Regional government. There is no signi fica nt 

difference between popul ations mean (t (28)=0.91 3, p>O.OS). Therefore, lack of adequate budget 
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for implementation of gender policies is one among the others that hinders rea lization of gender 

equality in managerial jobs. 

Secondly, gender offices in the Regional bureaus and offices are not staffed wi th required 

number of employees. Here, respondents (women X =2.00, men X =2.39) revealed about the 

inadequate staffing practice in gender offices. Populations mean is no signi ficantly different (t 

(3 1) = 1.442, p>0.05). Furthermore, in an effort to conduct interview with gender officers in 

sampled bureaus and offices it is found that 30 percent of them do not have gender officers. The 

name of these organizations is depicted in tab le 4.9 in the remark column. Accordi ngly, 

therefore, it is safe to underline that effoli s made by the Regional govenmlent to staff gender 

offices with required gender officers in the Regional bureaus and offices is inadequate. 

Thirdl y, even though significant difference is obtained between population means on extent of 

inclusion of gender issues in developmental plan of organizations and the support given by the 

Regional govenmlent to implement gender po licies , the overall data shows gender issues are not 

sufficientl y included in developmental plans, and the suppOli provided by the Regional 

government is insufficient. To be specific the difference in average between population is fou nd 

significant (t (52)=7.066, p<0.05, t (32) = 2.8 19, p<0.05 respectively). Subjects of the study 

also indicated that the Regional government is not continuously eva luating the implementation of 

gender policies in the Regional bureaus and offices. Intervi ewees also pointed out almost similar 

situation. They indicated that, 

" .... Regional government has not conducted consistent evaluation of gender policy 

implementation, although the initiatives are far better in recent years than in the past. " 

Fourthl y, participants of the stud y hold opposite positions on timely response of government to 

so lve women's managers' problem, comprehensiveness of government reform program in 

including gender issues and concell1 for gender issues during organizational restructu ring. 

Women participants (X = 1.75) indicated that the Regional government do not so lve women 

managers' problems on timely basis. Men respondents, however, slightly suggested that the 

Regional government is responsive to women managers' problems. The result of independent 

sample t-test wh ich is significantly different between population mean (t (51) =4.7 10, p<0.05) 

reveal that it is reasonable to di strust the extent of timely con ection of women managers 
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problems by the Regional government. Women managers (X =2.00) are not have strong 

confidence on the comprehensiveness of govenUllent refonn programs in address ing gender 

issues. Unlikely, men subj ects (X =3.26) are seem to perceive the adeq uacy of government 

reform programs in addressing gender concems. The result of independent sample t-test (mean 

population being significantly different (t (34) =3 .624, p<0.05) shows that the need to investigate 

how well the government programs are comprehensive in integrating gender issues. Moreover, 

women respondents (X =2.69) have reservation whi le men subj ects (X =3.32) are supporting 

that the Regional govemment has been considering gender issues in organizational restructuring. 

In this case, nevertheless, no significant di fference between populations mean is found (t (31) 

=1.570, p>0.05). Thus, concem given to include gender issues during organizational 

restructuring by the Regional govemment are not seems sufficient. This is further substantiated 

by secondary data compiled from 2002/03 and 20051106 organizational restructuring and 

employee placement (OCSCO). Table 4.9 illustrates number of managers by sex in sampled 

Bureaus and Offices during 2002/03 and 20051106 organizational restructuring. 
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Table 4. 9 Number Of Managers by Sex in Sampled Bureaus and Offices During 

2002103 And 2005//06 Organizational Restructuring 

2002103 20051106 Remark 

Na me o f bureaus or offices 
" 

" 
,; 3 ,; E !;l 

:E " 0 :E 
0 

u.. I- u.. I-

Oromia water resource Bureau 18 4 22 25 3 28 

H Wi 

a" 
estab lished III gel/del' 

Oron1ia Revenue Bureau 0 0 0 7 0 7 2005 /06 officer 

Oromia Civil service commission 19 I 20 21 I 22 

Oromia Agri.& Rural dev't Bureau 35 3 38 49 3 52 

Has 

1'0 

Oromia Finance & Economic Dey't gender 

Bureau 32 3 35 37 2 39 officer 

Separated from 

Oromia Capacity 

Building & 

education bureau 

Oromia Capacity Building Office 0 9 I 10 in2005/06 

Oromia Works & Urban dev't Bureau 15 2 17 17 4 21 

established III 

Orom.ia Women's Affairs Bureau 0 0 0 5 5 10 2005 /06 

Has 

1'0 

Oromia information & Public Relation gender 

Bureau 7 0 7 16 I 17 officer 

Justice Bureau ofOromia 8 I 9 12 2 14 

Total 134 14 148 198 22 220 

Percent age 90.5 9.5 100 90 10 100 

Source: Compiled fi·om 2002/03 and 2005 /106 OrganizatIOnal RestructurIng and Employee Placement 

(OCSCO). 

As shown in the Table 4.9 organi zational restructuring has not created oppoliunities for women 

empioyees to hold managerial jobs in the executive branch Regional level bureaus and offices. 
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Organizational restructuring has not increased the nu mber of women managers sign ificantly 

during the period 20002/03 and 2005/06. The share of women in managerial jobs increased only 

by I percent (it was 9 percent and 10 percent in 2002/03 and 2005/06 respectively). Gender 

parity in managerial positions is registered only in Women Affaires Bureau. In other Bureaus 

and Offices the number of wo men managers has either decreased or remained the same. There is 

also a bureau (Oromia Revenue Bureau) without a single woman manager. This disc loses that 

limi ted attention has been given to the inclusion of women into managerial positions during 

organizati onal restructuring. 

In spite of limited initiati ves of the Regional goverrullent to address gender equality, respondents 

of the study indicated (the majority) that current political environment is favo rab le to ascertai n 

gender equality in all aspects. Both categories of respondents almost hold the same view. And 

hence no signifi cant difference in average is observed between populations of the study (t (40) = 

0.35 1.p>0.05). Therefore, ex isting poli tical environment is the greatest opportuni ty to enhance 

the share of women in management and ultimately reach gender equality in management. 

Finally, the majority of respondents who answered the open ended question and interviews 

recommended that adequate training and development opportunities for women employees and 

managers, enforci ng gender policies effectively, women personal psychological read iness and 

investment in right education, more societa l support to compensate past di scrimination, provision 

of adeq uate support for women managers, periodic review of women managers' success in 

management and timely cOlTective acti on for deviations, sustained commi tment and support of 

top officials and regional government, and creating and using available opportuniti es to 

enhance women's share of managerial occupations at all levels in the regional bureaus and 

offices. 
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5.1. Introduction 

CHAPTER FIVE 

DISCUSSION OF FINDINGS 

In th is chapter discussion on findings is made bri efl y in relati on to the concepts and research 

output mentioned in rev iew of li terature. 

5.2. Discussion 

In the Oromia Regional level executi ve branch bureaus and offices the share of women out of 

total management occupations is very low. Women are not generall y entering these publ ic 

organizations suffi ciently. Secondl y, even those who are employed by and large are not 

adequately quali fi ed. Women employees are almost absent at higher level of learning. Thus, thi s 

fi nd ing supports the work of Wirth (200 1). Unlike the works of Wirth (200 1), and Klenke 

(1999), it is found that women do not have better opportuniti es to ho ld managerial jobs both in 

large and newly established executi ve branch bureaus and offi ces. Furthermore, the result 

indicated that women managers are equall y under-represented at all leve ls of management 

hi erarchy in the study un iverse. That means women do not have adequate access to manageria l 

jobs in large organizations wh ich supposed to ofter better chance usually at junior and lower 

levels as suggested by these authors. 

Demographicall y, the majority of managers in the Oromia Regional level bureaus and offices are 

married and have served above 16 years of which 6 years and above in managerial jobs. Of 

m3lTied managers the majority of male managers have child ren while the majority o f women 

have not. Men and women managers are also di fferent by the work status of their subordinates. 

While women managers are supervising almost unskilled and semi skilled employees men 

managers are directing employees with diversified work ass ignments. This suggests that women 

are usuall y ass igned to routi ne managerial jobs. This fi nding goes inline with the fi ndi ngs of 

research outpu t in the literature. Moreover, the result in the analysis indicated that total service 

year and level of education do not signifi cant ly correlate with women's share of managerial 

positions. Thus, absence of opportunity to experi ence different manageri al posts and lack of ri ght 

educational background among other factors are the major challenges fo r wo men to join and 

steps forward in managerial jobs. Consequentl y, affirnl ative actions have fai led to increase 
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women 's share of managerial jobs. This finding greatly confirms to the structural challenge 

"management job starts at specialized career track" identified by Wirth (200 I). 

Women 's personal barriers are also the most criti cal factors that have contributed for under­

rep resentation and very low progress of women in management. In thi s regard it is found that 

wo men's inappropriate educational background, poor access to management development 

programs because of managing routine jobs and family responsibiliti es , and inadequate 

managerial experi ence partly due to lack of job rotations and transfers opportunities are found to 

be the most critica l ones. Conseq uently it is suggested that men are more qualifi ed than women 

to be managers. Secondly, difference in behavior between women and men managers seem to 

create challenges for women to hold managerial jobs on equal basis with men at all levels of 

management in the executive branch Regional bureaus and offices. Women managers are found 

to perform organizational activities differently than men managers, and to adopting different 

style of leadership . To this end, women managers are found more participative and 

accommodative in deci sion-making and give due concern for employees needs. In short women 

managers seem to emphasize employees-centered behavior and exhibit largely characteristics of 

transformationa l leadership. The result, thus, confi rm to the difference view promoters in the 

literature. Consequently, men being dominating managerial jobs at all levels coupled with 

difference in behaviors and manageri al approaches could systematicall y block women' s share of 

managerial positions. Thirdly, family responsibilities in addition to executi ve ro le pressure, and 

lack of common interest among women managers are women's other baITiers which hinder 

women managers ' career development. Furthemlore, collective interest among women managers 

to challenge men and fight for greater access to management jobs is not satisfactory. Thus, 

women's personal barriers among other things explain the reason for the under-representation of 

women at all levels of management in the executive branch bureaus and offices of the Oromia 

Regional State. 

Absence of suitable organizational culture is a lso an obstacle for women to enter and be 

promoted in the Regional executi ve branch bureaus and offices. It has limited women 's access 

and chance of advancement in management. Many factors have contributed. However; four 

elements are the noteworthy. Firstly, it is found that hierarchy of structure is accepted as 

organizational culture and has resulted in unequal superior-subordinate relationshi p in those 

organizations where the present study is conducted. Resource allocation among women and 
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men managers is another issue. Equitable allocation of resources among men and women 

managers befitting their positions is hardly done. Women managers are al so kept out of 

important informal network particularly beyond working hours. Societal attitudes, beli eves and 

values, and famil y responsibilities (sparing time as compared to men) are identified as the causa l 

factors. Furthermore, these facto rs directly or indirectly are institutionalized in the organizational 

culture. Lastly, results obtained show that women managers do not acti vely participate in the 

organization's policy formulation; at best their participation remains symbolic. In the nut shell , 

male va lues (the result of soc ietal attitude and value) dominate in organizational culture. 

Generall y, organizational cu lture has failed to cerate equal opportunities for men and women in 

managerial jobs as suggested in theory and hence the result supports the work of independent 

researchers mentioned in literature parti cularly of Wirth (200 I). 

With regard to subordinates' (both male and female) attitude towards women managers re lati ve ly 

encouraging results are obtained. Women managers are rated better in respecting followers ' 

ideas, team building, sharing information, trusting followers and their suitabili ty to deal with 

situational variables. Moreover, the subordinates do not believe that women's current positions 

in management reflect their self concept although male subordinates prefer to reserve their views 

which indicate persistence of male values in the organizati ons. Therefore, changing this value 

becomes quite important to ensure gender parity in managerial positions in the Regional 

executive branch bureaus and offices. 

The Oromia Regional State has issued different po licies to ascertain gender equality in its 

developmental activi ti es. Constitution of the Regional State; Fami ly Code of the region; Oromia 

Women's Affa irs Poli cy; Civil Servants Proclamation of the Region; Human Resource Directive 

of the Region ; and Civil Servants' Disciplinary and Grievance Procedure of the Region are 

wOlih mentioning. These policies target at gender equality more or less in the Regional State. 

However, except the Constitution and Family Code of the Region, others have loopholes that 

could limit reali zation of the intended objectives. The Constitution of the Regional State provides 

framework to address gender equality in all spheres in the region. The Constitution also 

guarantees affirmative action to ensure gender equali ty. The Family Code of the regio n urges 

spouses to respect each other and share family responsibilities on equal basis. The Ci vil Servants 

Proc lamation and Human Resource Directive of the Regional State has included almost all 

human resource fu nctions. A like the Constitution of the region, these policy documents have 
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insti tu tionalized affirmative action to redress gender di scrimination. In spite of positive efforts, 

these documents have not clearly stated the type of manageria l selection tests and allowed head 

of the organization to totall y recommend and/or assign 9 points for managers at the time of 

making promotion decisions (the directi ve). Furthel1llore, the Human Resource Directi ve of the 

Region seems to emphasize inclusion of onl y one woman employee in selection and promotion 

committees. Civ il Servants' Disciplinary and Grievance Procedure of the Regiona l State has 

outlined all necessary steps of disciplinary and gri evance cases. As per these procedures women 

may be completely missed or largely under-represented in the di sciplinary and gri evance 

committees pal1icularl y if the head of the organization who is in-charge of appointing the 

majority of committee members is not gender sensitive . The Oromia Women's Affairs pol icy, 

issued a decade later after National Policy on Ethiopian Women, is generally comprehensive to 

bridge gender gap in development activities. However, since the policy has targeted to increase 

the number of women hea lth professionals, it has implicitly restri ct freedom of educational 

choice and hence perpetuate occupational segregation which in turn negatively affect women's 

share of managerial positions. Generally, the initiatives taken by the Regional government to 

translate the Constitution into reality and thereby addressing gender equality in all aspects 

through issuing additional policies are encouraging. These policy documents can serve as 

available opportunities for women to join and advance in managerial occupations. However, 

most of the supportive policies have not taken into account contextual factors. They have not 

al so targeted to influence beyond the context. Instead they have opened room fo r inherent gender 

discrimination. This finding goes inline with the work of Bandarage (1984) which underscored 

that institution including policy interventions and vari ety of practi ces reproduce gender 

inequalities. 

Human resource functions are not performed as per the ex isting theori es in the Oromia Regional 

State executive branch bureaus and offices. Although these governmental organizations do have 

written po li cy for management recruitment and selection, management performance appraisal, 

and management development programs there exist gaps between provisions and practices. 

Regional executive branch bureaus and offices are not using obj ective (usuall y) selection tests in 

order to fill vacant manageri al posts. Moreover, fa irness in managerial placement is not secured 

because of the loopholes in the policies and male value dominance (men reserving desirab le 

manageria l jobs for men) in these organizations . Even if the Regional bureaus and offices are 
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usi ng open advertisement for manageri al recruitment and the impact of informal networking 

recruitment is not observed on women's share of managerial positions , effect of placement by 

the recommendation of head of organization by no means is tota ll y posi ti ve. It is fo und that 

despite the fact that women managers are effect ive in achiev ing organi zational goals and 

address ing employee needs their performance eva luation is not done the same way as is done in 

the case of men managers in the executi ve branch Regional bureaus and offices. Women 

managers, however, are treated equi valently with men counterparts in performance eva luation 

feedback report. Problems are also observed in relation to management development programs 

in the executive branch Regional bureaus and offices despite ex istence of written human 

resource development policy. Firstl y, women do not have equal access to management 

development programs as compared to men. That means managerial development po li cy has not 

guaranteed equal chance fo r women and men. Secondly, management development programs 

attended by women managers are not based on need analys is and do not mainstream gender 

issues adequately. Thirdly, women managers' development programs are not organized regularl y 

and the investment made by their organizations to build their capability is not enough. Existence 

of appropriate system for women managers' development is also questionable. Foul1hly, women 

managers are not have adequate opportunities to experience chall enging job assignments and 

high level responsibilities, and to chall enge men for desirable managerial jobs. Fi fth, 

professional coaching and mentoring services for career choice given to women managers are 

inadequate. Generally, Regional level executive branch bureaus and offices are not perfol111ing 

managerial recruitment and selection; managerial performance rating; and managerial 

development fun ctions according to available theories. Moreover, the practices ovelTide the 

so lutions proposed by different writers as indicated in literatures. 

The in itiatives taken by the Regional executive branch bureaus and offices, and the Regional 

government generall y are encouraging but insufficient to break the hardest rock; managerial 

"glass cei li ng" and "glass wall" . Top officials of the sampled bureaus and offices do not show 

their expected sustained commitment and provide suppol1 in many areas of interventions. The 

initiatives they have taken to change organizational culture to make it gender sensiti ve (fri endl y) 

are limited. They do not enforce gender policies effectively and estab li sh clear accountab ility for 

implementation as well. Senior officials do not have specific agenda and provide strategic 

direction for women to join and progress in management leve ls. They do not provide adeq uate 
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support to women managers so that they can balance their work and family responsibili ties 

concurrently. 

The Regional government has not appropriated adequate budget for implementation of gender 

policies. The initiative taken to enforce implementation of gender policies is al so weak. Thi s is 

evidenced by lack of consistent supervision and evaluation about inclusion of gender issues in 

developmental plans of bmeaus and offices; limited initiative to including gender Issues 

comprehensively in govenmlental reform programs and poor concern given to gender Issues 

during organizational restructuring; inability to resolve women managers problems timely; and 

inadequate staffing practi ce of gender offices and absence of gender officers in some Regional 

executive branch bureaus and offices. 

Finall y, it is found that current political enVirOlm1ent ,intemational institutions' pressure, 

women's own des ire to join managerial jobs and their interest in education(paIi iculari y in recent 

years), relative ly positive societal attitudinal change towards women and their ro les are 

identifi ed as signifi cant opportunities to ensure gender equality in manageria l occupations. 

Furthermore, adequate training and development opportunities for women employees and 

managers, enforcing gender po licies effecti vely, women personal psychologica l readiness and 

investment in ri ght education, more societal support to compensate the loss due to past 

di scrimination, prov ision of adequate support for women managers, peri odic rev iew of women 

managers' success in management and timely con'ective action against deviations, sustained 

commitment and support of top officials and regional govenUl1ent , and creating and using 

available opportunities are a few reconm1endations made here to enhance women's share of 

managerial occupations at all levels in the executi ve bureaus and offices of the Regional State 

named Oromia. 
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

6.1. Summary 

The study was intended to investigate challenges and opportuniti es facing women managers in 

the executive branch regional level bureaus and offices of the Oromia region. Specifically, it was 

concerned with locating the distribution of women managers in the management hierarch y, 

identifying and analyzing the challenges and opportunities facing women managers within the 

organization and outside of organization, pointing out attitude of subordinates towards women 

managers behavior and performance, identifying initiatives taken by the organ izations and 

regional govermnent to resolve women managers' problems and suggesting poli cy implications. 

To attain these objectives data was collected from secondary and primary sources .Primary data 

was collected from women and men managers as well as their subordinates using survey 

questionnaire and semi structured interview schedules . Secondary data was colleted from 

regional gender related policy documents. The data has been presented and analyzed 

descriptively using percentages, mean and independent sample t-test by the help of SPSS version 

13. Data interpretation and result di scuss ions have been made in detail. Furthennore, relevant 

literatures have been reviewed as much as possible. In this chapter, thus, conclusions and policy 

implications and recommendations have been made based on the entire body of the thesis. 

6.2. Conclusions 

Women are undelTepresented in management and facing many challenges and some 

opportunities to hold posts and progress in management hierarchy in the Oromia regional level 

executive branch bureaus and offices. Many factors have contributed to the under-representation 

and challenges experienced. Encouraging but limited initiatives are taken by the selected 

organizations and the regional government to overcome the challenges facing women managers. 

A. Demograpby of Women Managers 

Women are not generally entering regional bureaus and offices sufficiently. Secondly, even those 

who are employed by and large are not adequately qualified . Women employees are almost 

absent at hi gher level of learning. Women do not have better opportunities to hold managerial 

jobs both in large and newly established executive branch bureaus and offices. Furthermore, 
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women managers are equally under-represented at all levels of management hierarchy in the 

study uni verse. Demographically, the majority of managers in the Oromi a Regional level bureaus 

and offi ces are married and have served above 16 years of which 6 years and above in 

managerial jobs. Of married managers the majority of male managers have children while the 

majority of women have not. Women managers are supervising almost unskilled and semi 

skilled employees wh ile men managers are directing employees with di versifi ed work 

ass ignments. That means women are usually assigned to routine manageri al jobs. Absence of 

opportunity to experience di fferent managerial posts and lack of right educational background 

among other facto rs are the major challenges fo r wo men to join and steps forward in managerial 

jobs. 

B. Gender Policies 

Gap in gender policies is the major challenge faced by women managers in executive branch 

regional level bureaus and offices. Except for the Constitution of the region and Family Code of 

the regional state, other supporti ve gender policies have loopholes which cou ld directl y or 

indirectly create inherent gender discrimination in managerial placements. These policies have 

not also seriously taken into account the socio-cultural contex t. Moreover, they are not intended 

to influence beyond the context. In short, although gender policies are aimed at addressing 

gender equality in employment and other spheres, ex istence of loopholes could perpetuate 

gender inequalities in management rather than guaranteeing equality. 

C. Human Resource Management in Practices 

Human resource management in its practices has also created significant challenges for wo men 

managers in the executi ve branch regional level bureaus and offices. Poor selection tests 

(subjective elements in selection tests and managerial placement), unequal treatment of wo men 

and men managers in perfomlance evaluation, and women managers' poor access to managerial 

development programs(insuffi cient women managers capacity building programs) are among 

the most critical chall enges obstructing the increase in women' s share of managerial jobs in the 

executive regional bureaus and offices. 

D. Organizational Culture and Personal Barriers of Women Managers 

Women managers are challenged by organizationa l culture and personal barriers to progress in 

management hierarchy in the executive branch regional bureaus and offices . Male-va lue 
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dominated organizational culture and lack of right educational background and family 

responsibilities are some of the significant challenges experienced by women managers. 

E. Attitude of Subordinates towards Women Managers Performance and Behavior 

The attitudes of both sex subordinates towards women managers are relatively encouraging. 

Subord inates rated wo men managers better in respecting fo llowers' ideas, team bui lding, sharing 

information, trusting fo llowers and their suitab il ity to dea l with situational variables . They do not 

also believe that women 's current positions in management refl ect their self concept. Male 

subordinates, however, mostly prefer reservati on; indicating persistence of male values in the 

organizations. 

F. Initiatives Taken by Regional Government and Organizations to Increase Women 's 

Share of Management Occupations 

Regional executive branch bureaus and offices, and the regional government have taken some 

encouraging initiatives to increase women's share manageri al positions .Genera ll y even though 

the initiatives (issuing re levant po licies) are encouraging (far better in recent years particularly), 

they are not adequate to ensure gender equal ity in management. The regional government has not 

allocated adequate budget for gender policy implementation and consistently fo llowed 

impl ementation of gender policies . Similarly, top offi cials oft he Regional bureaus and offices 

have not shown their expected sustained comm itment to increase women's share of management 

positions and have not provided adequate support for women managers to balance between 

offi cial work and family responsibilities. 

G. Opportunities for Women to Hold and Advance in Management Occupations 

In spite of the challenges, there are some opportuniti es for women to hold and advance In 

manageri al occupations in the Oromia regional executive branch bureaus and offi ces. It is found 

that current poli tical environment, relati vely positive attitudinal change towards women and 

their expected ro les , international institutions' pressures, relatively positive attitude of 

subordinates towards women managers' behavior and performance, and wo men's own se lf 

interest and self development through education are the opportuni ties availab le to them to be 

placed and advance in the hierarchy of management 

Generall y, women managers have encountered challenges both within the organization and 

outside of the organization. The challenges are conditioned by institutional and non insti tutional 

factors. Some opportunities are avai lable to women to hold and progress in management in the 
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executive branch regional bureaus and offices. Notwithstanding the encouraging in itiatives, the 

initiatives taken by executive branch regional bureaus and offices and regional govemment are 

insuffi cient to break managerial "glass ceiling" and "glass wall s" and thereby ensure gender 

equality in managerial jobs. 

6.3. Recommendations 

The identifi ed challenges faced by women managers in the executi ve branch regional bureaus 

and offices ca lls for policy interventions. Under-representation and slow progress/mobility of 

women in management in the regional level executive branch bureaus and offices show the 

prev'-llence of challenges in managerial placements. Therefore, dec ision makers and stakeholders 

ought to make po li cy interventions at least in the fo llowing major areas. 

Firstly, even though gender policies have been formul ated to ensure gender equality in 

occupations (management in our case) and other aspects, ex istence of loopholes in some poli cy 

documents challenges the effort to assure gender equality in practices. Thus, un less these policy 

documents are revised, women would face challenges and would be directly or indirectl y 

underrepresented at all levels of managerial occupations in the regional government. 

Secondly, those ineffective human resource management practices which have obstructed 

women's opportunities to hold and advance in management need to be cO ITected. Therefore, 

organizations and concerned bodies should give due attention to effective practices of human 

management fun ctions in general and provide adequate capacity bui Iding programs fo r women 

managers in add ition to professional career coaching and mentoring services. Otherwi se, 

women's share of managerial jobs will remain lower in the long run too . 

Thirdly, women managers' personal barriers (such as inappropriate educational background and 

fam il y responsibilities) also call for policy interventions in order to enhance women's share of 

managerial jobs in the executive branch regional bureaus and offices and in the region in genera l. 

In thi s regard, bureaus and offices and other stakeholders need to create enab li ng environment so 

that women managers could remove those personal barri ers. More importantly, women managers 

ought to keep determined to eliminate personal barriers by using available opportunities. 

Fourthly, policy interventions are quite important to change organi zational culture to avo id 

cha ll enges encountered by women managers and thereby assure gender equality in management 

in these bureaus and offi ces. Unless adequate effort s (top officials commitment and strat egic 
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direction and influence) are made to change male value dominated organizational cul ture thro ugh 

all poss ible actions women will continue to face the challenge and ultimately di sc ri minated In 

holding and progress ing in manageri al positions. 

Fifthly, inadequate organizat ional commitment and support to reali ze gender parity in 

managerial jobs indicates that regional executi ve branch bureaus and offices are not effective and 

effic ient in their efforts to min imize challenges of women managers so as to ensure gender 

equali ty in management. Thus, these organizations need to design appropriate systems and use so 

that women enjoy their Consti tutional Ri ght to Equality. Above all these organizations and other 

stakeholders need to show their commitment to eliminate women managers' challenges and 

gender parity in practice. 

Sixthly, regional government 's commitment and support is very critical to eliminate women 

managers' problems and increase women's share of management at all leve ls. In this perspective, 

even if government commitment and support is far better than the past years, the initiati ves are 

not sufficient enough to dismantle the "glass ceil ing" and "glass wall s". Hence, regional 

govelllment commitment and support to women employees in general and women managers in 

particular in all aspects ought to be maximized. 

Sevellthly, gender discrim ination does not affect only the victims of discri minations. It has also 

strong impl ication on economic, political, and social development of the region. And hence, the 

society has to actively cooperate in an eff0l1 to eliminate women's employees chall enges with 

concerned bodies (government and others) to speed up socio- cultural transformations so that 

women enjoy frui ts of development on equal bases with men and gender equali ty will be 

attained in occupat ions (management and others) and other deve lopment endeavors. Government 

bureaus and offices and stakeho lders need to create favorable policy environment and mobili ze 

the society to ensure positive soc io-cultural change. 

Last, but not the least, if current trend continues it would take too long time to eli minate 

chal lenges of women managers and ultimately to realize the concept of "good govemance" in 

Oromia Region. It also implies that the conventions ratifi ed by the country and adopted by the 

Regional goverrunent are not practi ced fu ll y. Therefore, the regional government, internat ional 

institut ions, regional executi ve branch bureaus and offices, the civil soc iety, women and men 

managers as well as their subordinates, women 's assoc iations and other stakeholders ought to 
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work collectively in an integrated manner, use avai lab le opportuni ties and correct identified 

problems timely to rea li ze gender equali ty in manageri al jobs and other development acti vities in 

genera l. 

Furthermore, recommendations made by respondents such as adequate training and 

development oppoliunities for women employees and managers, enforcing gender po licies 

effectively, women's personal psychological readiness to have and investment in right 

education, more societal support to compensate the loss due to past discrimination, provision of 

adequate support for women managers, periodic review of women managers' success in 

management and timely corrective action against deviations, sustained commitment and support 

of top officials and regional government, and creating and using avai lable opportunities should 

be given due attention to eliminate cha ll enges fac ing women managers in the executi ve 

bureaus and offices of the Regiona l State named Oromia. Moreover, the regional govelllment, 

executive branch bureaus and offices and other potential institutions ought to in itiate and 

encourage more research work in the area and make use of the findings to minimize and 

el iminate gender discrimination in occupations and development process in general. 

*The Elld, Bllt the Startillg * 
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" 
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° 
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31 18 74 I n 1 38 161 

0.14 0.08 0.34 1 0.09)5 1 0.2 0,732 

0,032 0,28 0,07 1o_om 1 0,1 0,1 06 



Annex 3 

Addis Ababa University 

School of Graduate Studies 

Faculty of Business and Economics 

Department of Public Administration and Development Management. 

To respondents 

Subject: Research questionnaire 

Den respondent, tills questionnaire is designed to smvey the challenges and opportunities 

faced by women managers in Oremia Regional bureaus and offices and thereby aim to 

suggest possible solution for the obstacles. The study is basically used for academics 

purpose. And hence, your responses are very critical for the success of the study. 

Therefore, please answer the questions honesdy. I thank you for your cooperation in 

advance . Finally, I would ensure that your responses remain confidential. 

Sincerely yours, 

Bacha kebecle 



General instruction 

I. Please do not write ,'our name. 

2. Read care fully each questions be fore you answer them. 

3. C se "X" mark to select )'our choice for closed ended ques tions. 

4. G iYe adequate expla nation for open ended ques tion as much as possible. 

Definition of important term 

I. Manager is an indi"idual in an organization that manages the work o f organizational 

members and makes decision about allocation of resource. 



L Personnel data 

1. Sex 

2. Age 

lIIale 0 

a.20-25 0 

e. 41-50 0 

Female 0 

b.26-30 0 c. 31-35 0 d.36-40 o 
f. 51-55 0 g. 56 and above 0 

3. Marital s tatus a. l'vlarried 0 b. Single 0 c. Di" orced 0 

4. Number of children a. No 0 b.I -2 0 c. 3-4 0 d. 5-6 0 e. > 6 0 

5. Level of education 

a. less rhan 10/ 12 grade 0 

b. 10/ 12grade 0 
c. Certificate 0 

d. Diploma 0 

e. First degree 

f. tvlI\ / MSc degree 

g. Ph.D degree 

o 
o 
o 

h. Other specify __________________ _ 

7. Exp erience 

7.1. Total service years 

a. 1-5 

e. 21 -25 

o b. 

o 
6-10 0 c. 11-15 0 

f. 26-30 0 g. > 30 0 

d. 16 -20 0 

7.2. Managerial jobs (fIrSt line to top level positions). h :I-
0~ 

a. 1-5 

b . 6-10 

c. 11 -15 

d. 16-20 

o 
o 
o 
o 

8. Work status of subordinate 

8.1. Work status of subordinate 

e.21 -25 0 v['vJ-',;)~ 
f. 26-300 /fl'\.Y 
g. > 300 

a. all unskilled 0 b. all semi skilled 0 c. all skilled 0 

' .. 

d. majority unskilled 0 e. majori ty semi skilled 0 f. majority skilled 0 
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J I. Attitude scale 

A. Recruitment and selection 

Ins tructions: Indi cate on the scale how strongly you agree or di sagree with the statements 

abo ut the appl ication of recruitment and se lect ion for manageria l jobs 

Responses 

» " Items en " '" '" c '" ~ " 0 ~ eo " ~ ell <I: U5 '" --
Organi za tion has written objecti\'e policies for manage rial rec ru itment 

Organizat ion uses open advertisement method for managerial recruitment 

Organiza tion uses objective selection tools for managerial jobs 

Ma le organizational leaders(managers) reserve the most desirable jobs for male 
managers 

Recruiting managers through informat networks has blocked women's entry 
into management positions 

Women managers are less likely to be promoted than men into comparable 
positions 

Women with similar background or qualification with that of men have equal 
chance for promotion into management 

B. Performance evaluation 

Instructions: Indicate on the scale how strongly you agree or disagree with the statements 
on the application of managerial performance evaluation 

Items 

organization has writlen policies for managerial performance records 

Women managers are evaluated the same way as men managers in performance 
eva luation by men managers . 

Managers discuss performance result with women managers eq ually as they do with men 
managers 

Women managers are effective in attaining organizational goals 

Women managers are more effective than men in addressing employees needs 

Performance evaluation for women at middle management level is stronger than those in 
the lower level 

Responses 

<J 
<J 
~ eo 
" "-

0 

~~ 
co '" 
§ S-c 
~ " 

U5 .~ 
'C 
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C. Human resource development 

Instructions: Ind icate on the scale how strongly you agree or di sagree wi th the statements 

on the appl icati on of human resource development programs 

, Responses 
, 

" ~ ~ 

Items u~ ~ 
~ 
~ 

~ .~ Oh " ~ ~ 
0 ~ .. -is ~ 
~ eo -< ~ 

Vi ~ " is :-

i organization has objective human resource dcvclopmcni policy 

: Women manage rs have equal chance with male managers 10 improve and enhance their 

skill s 

organization invests in the dc\'c lopmcnl of wolllcn manngcrs 

Mosl management development programs provided by organizat ion are gender 

mainstreamed 

Mosl management development programs provided by organ ization satisfi es women's 

managers needs 

Organization reviews women manager's success in development 

Appropriate organ izational system exists for the advancemen t of women managers in my 

organization 

Organization ass igns challenging jobs to mcn managers than female managers even 

though they have identical qualification 

Men have much more responsi bilities than women managers even in similar jobs 

Women have opportunity to cha llenge men for desirable jobs to hold managerial 

pos itions (advancemenl) 

Most women enter organization without career plan that will enable them to be manager 

Women don't have ade'quate access to career opportunit ies as men managers 

Men understood more what career path exists in organization than women 

Women managers have adequate access to professional coaches (mentor) in career path 

choices. 

Organizational structure creates di fficulty for women managers reaching upper 

management levels 

~.c.J 
e.o~ 

~ g e.c 
~ ~ - ~ (,1'):0 
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D, Women managers Personal barriers 

Instructions: Indicate on the scale how strongly you agree or di sagree with the'statements 

re lated to wo men managers' personal barriers 

Responses 

.... '" u u 
Items ~CJ u '" 

u 
u " = U " 

'~ '" C " '" u n 
" '" -< '0 ~ 

iii n :5 Q 

Women managers do not have ri ght education for managerial jobs 

Women managers do not have further training opportunities 

Women managers do not have adequate managerial experience 

Female managers arc more empowering(participative) than male managers 

. ...,Icn and women managers perform organizational activities different ly 

Ivlen and women manager uses similar type of leadership style 

Women managers do not have characteristics associated with leaders 

Manager ial jobs are not des irab le for women 

Women managers do not have confidence to chal1enge the decision m:1king process of 
the organization 

Women with greater fami ly responsibi lity are less committed to (heir career 

Executive role impose more demanding schedule on the-personalli ves of women th an of 
men 

Women managers are challenging (he stereotype that only men are fil la-managerial 
posilions 

Women managers have common interest in-fighting for greater inc lusion into 
management jobs 

! 

2:' ~ 
~l U 

g ~L 
..= f:. v;;o 

I 

! 

I 
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E. Institutional and organizational culture problems 

Instructions: Indicate on the sca le how strongly you agree o r di sagree w ith the statements 
re lated to problem s c reated by institutiona l and organizational culture on wo men 
managers 

Responses 

>. '" '" -;;,'" '" 
"0 '" Items '" 'u ... 

= '" ... '" 
e. 

0 ... e. "C " ... OJ) -<C 
"0 ~ - " :3 is r/J 

There is strong acceptance of hierarchy of structure in organization 

there is strong acceptance of unequal superior-subordinate relationship 
in organization 
Women managers are given few resources than men managers to do 
their jobs commensurate with their positions 
Women managers have fewer chance to make important networks than 
male managers because they are assigned to lower visible jobs 
Women managers have fewer opportunities ··to share ideas with their 
supervi sion 
Women managers are left out of important networks in organization than 
men (no personal support) 
Predominance of male at the top level negatively affects women's 
opportunities to advance into positions of power 

Women managers don't equally participate III the formulation of 
organizational policies 
Women's present positions of management match their ideal positions of 
management 
Women managers are effective in managing organizational ac tivi ties 
than men managers. 
Women managers are more suitable for organizational transformation 
(change). 

i 
bCJ e. '" ::: :... 
0 e. ... " - ~ en:; 
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F. Organizational Initiatives to solve the challenges faced by women managers 

Instructions: Indicate on the scale how strongly you agree or disagree with the statements 

Responses 

.. ;., -c 
" " Items .. " " -c " " ~ 

" " ~ ." ... 
o ~ ... " " ~ ... ..: -c ~ 

Vi " " is 
~ 

Top officials have sustained commitment to change organizational 
culture for women to advance in management hierarchy 
Top officials properly enforce gender policy 

Senior officials provide strategic direction(support) to promote 
women into management 
Senior officials have estab lished accountability for proper 
implementation of gender policies 

organization has specific agenda for women to enter management 
positions 
organization prov ides support to women managers to balance 
their work and family (personal) responsibilities 
Top management is equally wi lling to promote women and men 
managers to top management.. 

Middle managers are prepared for playing their unique leadership 
role for the advancement of women managers 
Affimlative action enhances women promotion into management 
positions 
Affirmative action has been applied to top management level 

Organizational restructuring enhances the chance of women to 
enter managerial positi ons 
Women managers ' complains are answered regularly 

CUITent fOIma l institutiona l arrangement in my organization IS 
gender sensi ti ve 

~" 
""" " ... o ... 
... " - ~ '" .--c 



G. Governmental initiatives 

Instructions: Indicate on the scale how strongly you agree or disagree with the statements 

Responses 

>. '" '" ,e>" Items 0." " ." '" " 'u ~ Oli" 

C " ~ .:::." Oli c ~ 
o ~ Oli " o Oli 
~ Oli ..: ~ ~ " V5 " c is -~ ;;> '" .-." 

I The regional government has been issued appropriate gender 
policy to enhance women share of managerial jobs 

2 Gender offi ces has been instituted in my organization 

3 Gender office has been staffed with adequate employees 

4 Adequate budget has been appropriated for the implementation 
of gender policies 

5 Gender issues has been included there developmental plans of 
my organization 

6 The regional government continuously oversees the 
implementation of gender policies to increases women share of 
managerial jobs 

7 The regional government provides adequate support for the 
implementation of gender policies .. 

S The regional govenmlent continuously evaluate the performance 
of executive organizations in addressing gender equality 

9 The executive branch of the regional government takes corrective 
action timely for the problem of women managers 

10 Gender Issues have been considered lD restructuring the 
organization system by executive branch of the regional 
government 

II Govelllment reform programs are comprehensive enough to 
add ress gender issues I 

12 The political envirolU11ent is good for gender equality I 



Recommendations 

Please gi,-e recommendations to overcome all barriers women managers have been facing in 

general and that of yow: organization in particular. 

Thank you so much!. 



Annex 4 

Addis Ababa University 

School of Graduate Studies 

Faculty of Business and Economics 

Department of Public Administration and Development Management. 

To respondents 

Subject: Research questionnaire 

Dear respondent, this questionnaire is designed to survey the challenges and opportunities 

faced by women managers in Oremia Regional bureaus and offices and thereby aim to 

suggest possible solution for the obstacles. The study is basically used for academics 

purpose. And hence, your responses are very critical for the success of the study. 

Therefore, please answer the questions honesdy. I thank ,'ou for mur cooperanon ill 

ad,·ance . Finally, I would ensure that your responses remain confidential. 

Sincerely yours, 

Bacha kebed e 



General instruction 

1 . Please do not write your name. 

2. Read carefully each questions before you answer d,em. 

3. Use "X" mark to select your choice for closed ended questions. 

4. Gi,-e adequate explanation for open ended question as much as possible. 



B. Recommendations 

Please give recommendations to overcome all barriers women managers have been facing in 

general and that of your organization in particular. 

Thank you so much! 



1. Personnel data 

1. Sex Male 0 FernaleD 

II. Attitudinal scale 

Instructions: Indicate on the scale how strongly you agree or di sagree with the statements 

about the behavior and performance of '(Vomen in managerial positions 

Item 

Women and Men managers manage organizational activities 

differen tl y 
Women managers are more participative than men managers 

Women managers are more effective in achieving organizational 

goals 
Female managers are more assertive than male managers 

Women managers better consider employees' interest than men 

managers 
Men and women manager display similar type o(]eadership 

style(l eadership traits) 

Women managers respect fo llowers idea than male managers 

Women manager, are good in team building than male managers 

Women managers are suitable to deal with situational variables than 

men managers 
Women managers have e strong confidence in their subordinates 

than men managers 

Women managers discharge their responsibilities more effectively 

than men managers 

Women managers share information more readily than men 

managers 

I I am di sa ppointed with leadership style of women managers 

i I prefer male managers than women managers 

, Men are more qual ified than women to be a manager 

I \Vome n are inappropriate for management 

Senior managerial jobs should be essentia lly men's jobs 

I \\'omen managers do not ha\'e characteristics associated with leadership 
I 

I \Y omen's current pos itions reflect their own se lf·image 

\Vomen are ideally suitable for homemaker role than breadwinner ro le 

(l11all~g~ ri al) 

I Women's present positioning in management match their ideal positions of 

I manageme nt 

Responses 

! 

I 



Annex 5 

:"amoota R a gaa Kana Guutan iif 

Bak ka jiraniti 

Dh immi: - Gaafihnvan Qorannoo lIaalaa 

K" Cwjam too,,, hoc ,gantoo ta. 

Ga<l fii w\\·an k unn ka n qophaa' n rakkoo lee fi haala mijaawaaa hooggantoota dubartootaa 

sadarkaa biiro olee fi waj iiroolee Oromiyaatti jiran qarachuudhaan yaada furmaataa 

dh iyeesllu dh" . Qoran ichi caalmaan faayidaa·akaadamikidhaaf (academic) kan oo luudha. 

Deebin keessan galma ga ' iinsa qoranichaatif murteessaa waan ta'eef gaafiiwwan hundaa 

dhugaa irrat hundawudhan akka deebistan gaafachaa, deeggarsa naaf gootaniif duraan 

dursee isin galatefadha. Dhumarati iciitiin deebii keessanii kan eeggamu ta'u isaa nan 

mirkanessa. 

Nagaa Wajjiin 

Baacaa Kabbadaa 



Qajeelfama Waliigalaa 

1. Maqaa bareesuun hinbarbaachisuu, 

2. Gaafiiwwan osee deebii itti hin kennil'l dura haalaan dubbisaa. 

3. Gaafiiwwan filannoo filaachuudhaaf Mallatoo "x" ittifayyadama 

4. Gaafiiwan Barreeffamaan deebistan hanga danda 'ametti yaada guutuu kennaa. 

Hikkoo Jechoota Ijoo 

1. Hoogganaa (manager) jechuun nama waaJJ1ra keessatti angoo qabuu ta'e 

hojjatoota kan bulchuufi murtee itt fayyadama qabeenya irratti kan kennu dha. 



A. Odeeffaano dhuunfaa 

I. Saala Dhi 0 

2. Umrii a. 20-25 0 

e. 41-50 0 

DhaD 

b.26-30 0 

f.51-55 0 

c. 31-35 0 d. 36-40 

g. 56 fi isa 01 0 
o 

3. Haala [uudha a. Kanfuudhelherumee 0 b. Kan hinfuunelhin herumnee 0 
c. Kan hiike 0 d. kan biraa 0 

4. Baay' ina daa 'immanii a. hinqabu 0 b. 1-2 0 c. 3-40 d. 5-6 0 e. >60 

5. Sadarkaa Bamoota 

a. 1011 2 gadi 0 

b. kutaa 10112 

c. Sertifikeettii 

d. Dippi loomaa 

h. Kan biro 

6. Muuxannoo 

o 
o 
o 

e. Digrii J alqaba 0 

f. Digrii lammaffaa 0 

g. Digrii Doktoreetii 0 

6.1 Muuxannoo waliigalaa wagaan 

a. 1-5 

e. 21-25 
o 
o 

b. 6-10 

f. 26-30 

o c. 11-150 d. 16 -200 

o g. 30 010 

6.2. Muuxannoo sadarkaa gaggeessumman qabdan waliigalaan 

a. 1-5 0 e.2 1-25 0 

b. 6-10 0 f. 26-300 

c. 11 -15 0 g. 3001 0 

d. 16-20 0 

7. Haala ogummaa hojiettoota isin jala jirani . 

a. Guutumaan gllutllttn ogummaa kan hin qabne 0 

b. Hundinlill ogul11 l11aa giddllgalleessa qabu 0 

c. Hlindinlill ogul11l11aa qabu 0 

d. Ina caalaan isaanii oglll11l11aa hin qaban 0 

e. IITa caalaan isaanii oglll11l11aa giddogaleessa qabu 0 

f. Irracaall11aan isaanii oglll11l11aa qabu o 



B. Fo'aoooo Ii filaoooo 

Qajeelfama. Himoota armaan gadiitiif haala waliigaltee keessanii mallattoo "X" dhaan 
ibsaa 

Deebii 

"= eo: 
.. = .. " " Akaakuu 

c_ c .. .. " = "Uj o.t C .. :'#! ·5 := .- ~ 

" 
:r ~ 

" E :.' t: o .: ~ = ~ 
E 

Foo'annoo hojii gaggeessummaaf dhaabbanni/waajjirii koo 
poolisii if a ta'e qaba 

Foo 'arilloo hijii gaggeessummaaf dhaabbanni/waajjirii koo I beeksisa if a ta'e fayyadamma 
.. 

Filanoo hoogganummaaf dhaabbarillil waajjirii koo qormmattaa 
I deebii tokko qabu ( objective selection tools) fayyadamma 

Hooggantootni dhiiraa hojii iddoo gaari i ta'e saala isaaniitiif 
mijeessu 

Foo'arilloon hoggannumnaa adeemsa kallattii if a hin taanee 
(informal network) carraa dubartootaa gara hojii hoggannumma 
akka hin seenne dhorgeera (dhoweera) 

Hoggantooni dubartootaa, dhira walbira qabaee you ilaallu, gita 
walfakkaaatu irratti guddachuuf carraa xiqqoo qabu 

Dubartoonni muuxannoo dhiiraan wal-qi'xa qaban hoji 
hogganummaa irratti guddachuuf carraa waliqixa qubu. 

c 
; = 
.: ~ 
E;: 
E .. o ~ 
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B. Madaallii raawwannaa 

Qajeelfama. Himoota armaan gadiitiif. haala waliigaltee keessanii mallattoo "X" 

dhaan ibsaa 

Deebii 

.-
"= M 

~ 

• ~ 

Akaakuu 
C_ O = • • = ";:;; 
C .. :~ .- ~ 

's := 0 :I: :: 

E :.' ~ 1:: 
= o ... E 

Dhabbannii keenyaa madaallii raawwannaa hojii hooggantootaaf 

poolisi if a ta'e qaba 

Hoggantoonni dhiiraa hooggantoota dubartootaaf dhiiraa wal-qixa 

madaalu 

Hooggantoonni bu 'aa raawwannaa hojii hooggantoota 

bubartootaaf dhiiraa wajiin wal-qixa maria'atuu 

Hooggantoonni dubartootaa kaayyoo . waajjiraJ dhaabbataa 

galmaan ga' uUlTatti bu 'aa qabeessa dha 

Hooggantoonni dubartootaa fedhii hojjattotaa guutuu irratti 

hooggantootaa dhiiraa caa luu 

Madaalliin raawwanna hoj ii hooggantoota dubartootaa sadarkaa 

guddugaleessaa kan sadarkaa gadi 'aanna caalaa cimaa dha 

= -= 0 ;.= .. C • .- '" 
0 Eo: 

~ 
E • 
o ~ 
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C. Misooma qabeeeuya humna namaa 

Qajeelfama. Himoota armaan gadiitiif haala waliigaltee keessanii mallattoo "X" 

dhaan ibsaa 
Deebii 

=~ 
~ 

~ " " 
~ 

Akaakuu = .. " = 
's :: :r:J = .;;; :;: ~ 

~ - " " " .: $ t 
U :: 

~ = E c 

Dhaabbanni keeaya misooma qabeenya humna namaatiifpoolisii if a ta 'e 

qaba. 

Hoggantootni dabartootaa danddeetii oganumman isaanin foyyessuufi 

gabbifachuaf hoggantoota dhiiraa waliin carraa waliqixa qabu. 

Dhaabbanni kiyya (keenya) hooggantootaa dubartootaa misoomsuf 

qabeenya gahaa ni ramada 

Irracaalaan sagantaan misooma hooggantoota kani irrattii hiirammadhe 

koorniya kan giddugaleeffate dha. 

Irracaalaan sagantaan mlsroomaa hooggantootaa kani irrattii 

hiirammadhe fedhii hooggantoota dubatootaa ni guta 

Dhaabbanni keenya, hoggantoota dubartootaa milkaa'ina hogganummaa 

irratti argatan ni hordofa 

Dhaabbata kiyya keessatto guddina hoggantoota dubartootaaf simi gajeelaan ni 

jora 

Dhabbanni keenya hooggantoonni dubartootaa Ii dhiira sadarkkaa barnnootaa 

walfakaatuu qabaatnille, hajii ciccimo hooggal1tooota dhiiratiifkenna 

Hojii walfakkaatu irrattille hooggantoonlli dhi iraa hooggantootaa dubartootaa 

caalaa dirqama qabu 

Hooggantool111i dabat100taa hoji mi'jaawaa ta'ee dhiiraan monnatanii 

qabachuudhaf carraa qabu 

Dhaabbata keenya keessatti irra caa lmaan dubartooIllli karooraa karaa ( career 

path) hoogganummatti isaan fiduul geessuu malee qaxaramu. 

Hooggantoota dubartootaa, dhiira \Val in yoo ilaaluu carraa guddinaa mijaawaa 

ta 'e hin qaban. 

Gaggeessitotni dhiira karaa guddinaa (career path) j iru dubartoota caalaa beeku. 

Hoggantoonni dubartoota daadii guddinaa( career path ) li laachuuf gars. I 
ogumaa argachuudhaa f carraa ni qabu , 

Caasse fftamni waajjira keenya hoggantoollni . dubanaata akka sadarkaa 

hogganamaa 01 'aanaa hin dhaqqabne rakkoo lIumeera. 

= = -
" ".= 

= " .. .- '" E:: 

" E ;: 
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D. Raakkolee Dbuunfaa 

Qajeelfama. Himoota armaan gadiitiif haala waIiigaJtee keessanii maIIattoo "X" 
dhaan ibsaa 

Deebii 

~L_ ~ 
~ 

Akaakuu " 
c 

.S ~ ell I: .~ 
:~ § ~ " P:~ = .- OJ) " Ci 'c ~ = S 

Hoggantoonii dubartootaa barumsa hoj ii hoogganummaaf oolu 
sirri i ta'e hinqaban 

Hoggantoonni dubartootaa carraa leeniii dabalataa hin argatan 

Hoggantoonni dubartootaa muuxannoo hojii gaggeessummaa 
gahaa ta'e hin qaban 

Hoggantoonni dubartootaa hoggantoota dhiiraa caalaa hajjattoota 
ni -aangessu/hirrnaachisu 

Hoggantoonni dubartootaa fi dhiiraa hojiilee waajjiraa 
raawwachuurratti garaagarummaa ni-qabu 

Hoggantoonni dhiiraa fi dubartootaa haala hogganummaa 
walfakkaatu fayyadamu 

Hooggantoonni dubartootaa amaloota gageessummaa waliin 
walqabatan hinqaban 

Hojiiwwan gaggeessummaa dubartootaafmijaa'aa miti 

Hoggantoonni dubartootaa adeemsa murtee waajjiraa 
morrnuurratti (challenge) ofitti amanummaa hinqaban 

Hoggantoonni dubartootaa ittigaafatamummaa matii baay'ee 
qaban kutannoon (commitment) haiiif qab an gadi aanaadha , 

Gaheen hojii gaggeessllmmaa dhi ira caalaa Jlrull dhuunfaa 
dubartootaa irratt i dhiibbaa gllddaa fida I 

I 

HooggantoOlmi dubartootaa ilaalcha hojiin gaggeesslimmaa kan 
dhiiraati jedhll ni-mOll1lU 

Hoggantoonni dubartootaa qabso hojii gaggeessummaatti 
caalmaan seenllf godhan irratti fedhii walfakkaatu qaban 
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E. Rakkoolee aadaa waajjiraatiin walqabatanii jiran 

Qajeelfama. Himoota armaan gadiitiif haala waliigaltee keessanii mallattoo "X" 
dhaan ibsaa 

Deebii 

c " 
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Caaseffamni waaJJ Ira keenyaa hojjattoota biratti akka aadaatti 
fudhatamee iira 

Waajjira keenya keessa garaagammmaan hojj ataa fi hogganaa 
iidduu iim haalaan fudhatamee jira 

Qabeenyi hojii raawwachuuf hagga:ntoota dubartootaatiif 
ramadamu hooggantootaa dhiiraatii gadi 

Hoggantoonni dubal100taa hojii sirritti hin-muul' annerratti waan 
ramadamaniif wal qUlmamtii (networks) barbaaschisaa gochuuf 
carraa xiooaa qaban 

Hoggantoonni dubartootaa hoggantoota lsaanll waliin yaada 
waliiiiiimf carraa xiqqaa qaban 

Hoggantoonni dubartoota hoggantoota dhiirals caalaa 
walqunnamtii (networks) barbaachisaadha ala ta' anii iim 

Sadarkaa hogganllmmaa ol'aanaarratti dhiirri baay'achuun 
dub31100nni carraa aangootii dhufuu irratti dhiibbaa fidee iira 

Hoggantoonni dubartootaa immammata waaJJlraa qopheessuu 
keessatti hirrnaanaan qaban dhiiraan walhingitu 

Sadarkaan hogganummaa dubartoonni amma irrajiran sadarkaa ; I 
hogganllmmaa isaaniif malu waliin walfakkaata i 

Hoggantoonni dubartootaa hojiilee waajj iraa gaggeessuu irratti 
ho.ggantoota dhiiraatii caluu 

Hoggantoonlli dubartootaajijjiirama waajjiraa tifbaay'ee mijaa ' u 
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Kaka'umsa rakkoolee hoggantoota dubartootaa hiikuufgodhaman 

A. Kaka'umsa Waajjiraa 

Qajeelfama. Himaata armaan gadiitiif haala waliigaltee keessanii mallattaa "X" dhaan 
ibsaa. 

Deebii 

c " " c_ " " Akaakuu " " " 
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Haggantoonni ol 'aanoon dubartoonni alcka sadarkaa 
gaggeessummaarratti guddatan aadaa waajjiraa jijjiiruf kutannoo wal-
irraa hincinne qaban 

Haoggantaonni oI'aanaan imaammata koomiyaa haalaan hojirra oolchu 

Hoggantoanni ol'aanoon dubartoota sadarkaa ai' aanaattii guddisuuf 
kallatti tarsiimawaa ni-kennu 

Hoggantoonni ol'aanoon imaammata komiyaa hojiirra ooIchuuf haala 
gaafatamummaa{accountabi lity) uumaniijiru' 

Dubartaonni gara sadarkaa gageessummaa alcka dhufan waajjirri kiyyaa 
ajendaa if a ta'e qaba 

Waajjirri keenya hoggantoota dubartootaaf hojiin gaggeessummaa fi 
inigaafatamummaan maatii alcka wal simu deegarsa barbaachisaa m 
kenna 

Hoggantoonni al'aanoonni haggantaoanni dhiiraa fi dubartootar gara 
hogganummaatti walqixummaadhan alcka guddatan ni-barbaadu 

Hoggantoanni sadarkaa jiddugaleessaa Jlran dubartoonni gara 
gaggeessummaa alcka dhufaa gahae irraa eegamu taphachaa jiru 

Wantoota add a addaarratti dubartootaaf dursa kennuun (affirmative 
action) dubartoonni gaggeessummaa oI'aanaatti alcka guddatan taasisee 
j ira 

Dubartootaaf dursa kennuun (affirmative action) sadarkaa al'aanaa 

I I gaggeessummaa irratti ni hojjata 

Jijjuranmi caasaa waajjiraa carraa guddina dubal100taa gara I I 

I 
hoogganummaa dabalee j ira I 

Komiin hooggantoota dubartootaa yeroodhaan ni-deebi'a 
I 

Haalli gumlaa ' ina waajj ira keenyaa korn iyaa j idd ugaleessa kan godhz" e 
dha ! 
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B. Sochii Mootuummaa 

Qajeelfama. Himoota armaan gadiitiif haala waliigaltee keessanii mallattoo "X" 
dhaan ibsaa 

Deebii 
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Mootllmaan Naannoo Oromiyaa gahee Hogan toota dllbartootaa 
dabaluudhaaf imaamata komyaa baa see jira 

Qaaman raawachistuu mootumaan Naannoo Oromiyaa wajiraalee 
IBiroolee keesatiwajjira kamyaa dhaabeejira 

Qaamni hajii raawachisituun mootumaa Naannoo Oromiaya ajjiira 
komyaa Biroolee hojatoota barbadamaniin guute jira 

Mootul11aan naanichaa imaamata kamyaa Hojii itta oJchauudhaat 
baajata gahaa ta 'e ramadee jira 

Maatumaan Naanichaa, qamini hojii raawachistuun hundi karoora 
is aani keesati kamyaa akka gal chan diibaa godra 

Mootumaan naanichaa raawananaa imaamata kamyaa gahee 
dubartootaa haganumaa keesati dabaluudhaaf raawanaa qaama 
hundaa yeroodhagara yerooti ni to' ata 

Mootumaan naanichaa jl11aamata kamya hajira olchuuf qaama 
raawachistuudhaat deegarsa barbachisaa nikena 

Mootumaan naanichaa walqixul11aa karnyaa qaama raawachis uu 
keesati haalajiru yeroo yeroon ni hardofa 

Rakkoolee hagan toot a dllbartootaa hikudhaat qaal111I1 hojii 
raawachistuun rnootumaa tarkaanti yeroodhaan fudhatu 

Qaamini Hajii Raawachistllu MlNaannoo Oromiyaa caasefama 
wajiiraa yeroo raawatamlldhimmii kamyaa ni ilaalama 

Sagantaa fooyainsa 11100tlllllaadhil111lla karnyaa haalan gaaridhaan 
haalllatli 

WalqixlIl11aa kamyaadhaafhaa lii siyaasaa yeroo amaa gaardha I 
I 
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B. Yaada furmaataa 

Akkaa waliigalaatti rakkolee hoogantootaa dubartoota, keessattuu kan waajj ira keessanii 
hikuudhaf yaada qabdan bal'inaan barreessaa. 

Galatool1laa!. 



Namoota Ragaa Kana Gnutaniif 

Bakka jiraniti 

Annex 6 

Dhimmi:- Gaafiiwwan Qorannoo i1aalaa 

Kabajamtoota ogeessota, 

Gaaliiwwan kun kan qophaa'n rakkoolee fi haala mijaawaaa hooggantoota dubartootaa 

sadarkaa biiroolee Ii wajiiroolee Oromiyaatti jiran qorachuudhaan yaada furrnaataa 

dhiyeesuu dha. Qoranichi caalmaan faayidaa akaadamikidhaaf(academic) kan ooluudha. 

Deebin keessan galma ga'iinsa qoranichaatif murteessaa waan ta'eef gaafi iwwan hundaa 

dhugaa in·at hundawudhan akka deebistan gaafachaa, deeggarsa naaf gootaniif duraan 

dursee isin galatefadha. Dhumarati iciitiin deebii keessanii kan eeggamu ta 'u isaa nan 

mirkanessa. 

Nagaa Wajjiin 

Baacaa Kabbadaa 



QajeeJfama WaJiigaJaa 

1. Maqaa bareesuun hinbarbaachisuu, 

2. Gaafiiwwan osoo deebii itti hin kennin dura haalaan dubbisaa. 

3. Gaafiiwwan filannoo filaachuudhaafMallatoo "x" ittifayyadama 

4. Gaafiiwan Barreeffamaan deebistan hanga danda'ametti yaada guutuu kennaa. 

5. Gitta hojii keessani kan "BPR" arrii duraajiruti fayyadama 

6. Yaada barbaachisaa dhajettanii amantan dabalataan keilliun ni danda'ama. 



I. Odeeffaano dhuunfaa 

1. Saala Dhi 0 Dha D 

II . Dubartoota Hoogganummaaa Keesati 

Qajeelfama, Himoota armaan gadiitiif haala waliigaltee keessanii mallattoo "X" 
dhaan ibsaa 

Deebii 
La = " " ';; 
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~ E 

1 Hoogantooni dubartootaaf dhiiraa hojii waajiraa hoogganuu irrati 
garaagarummaa qabu 

2 Hoogantooni dubartootaa hoogantoota dhiiraa caala hojj atoota oi 
hinnaachisuu 

, 
Hooggantoonnii dubartoota galma waaJJlraa rawwachuu/gahuu .) 

irratti bu ' aa qabeessa 

Hooggantoonnii dubartoota hooggantootaa dhiira caalaa hojjatooatf 
aangoo ni keenu 

4 Hooggantoonnii dubartoota hogan too dhiiraa caalaa fedhii 
hojjatootaa ni keessummeesu 

5 Hooggantoonnii dubartoota fi dhiiraa akaakuu hooggansa tokko 
fayadamll . 

6 Hooggantoonnii dubartoota hooggantoota dhiiraa caalaa yaadaa 
hajjatoota isaani ni fudhatu (ni dinqisifatu) 

7 Hoogantooni dubartoota hooggantoota dhiiraa caalaa garee hojii 
ij aaruu irratti gaarii dha 

8 Hooggantooni dubartoota hoogantoota dhiiraa chala haal yeroojiru 
keesllmeeslI irrati gaariidha 

9 Hooggantoonnii dubartoota hoogantoota dhiiraa caa laa hojjatoota 
Isaal11 ni - amanu 

10 Hooggan toonnii dubartoota hoogantoota dhiiraa caa laa di rqama 
isaan ii ba' lIu irrati baay'ee bj'aa qabeesa dha 

1 I Hooggantoonnii djbartootc hoogantoota dhi iraa caala3 yaada I 
(in fo rmation) wa li cabarsu i::-ati baay'ee gaarii dha 

12 I Akaakll ll hoo" gansa hoogan:oota dubartootati hi n gammacu 
I I 

13 I Hoogantoota dubanoota irra hoogantoota dhiiraan fil ad ha I 
I Hoogganaa ta'uudJ-,aafdhiri: dubartii in'aa caalJ11 aan dande ~ t i qabu 

, 
14 I 

! Dllbartoonni 
, 

I 15 hojii ;a <;gees; '; mmadhaf hin mijj aalVw an I 

16 hOO OanllJ111l1aan ohana ;ce re,) hll ndaa hojii dh iiraa ta'u..3.aca 
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Kan itti fufee 

Deebii 
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HooggantoOlmii dubartootaa amala hoogganswnmaan walqabatan hin 
'laban 

Sadarkaan hooggantoonnii dubartoota amma irra j iran i laalcha (self 
concept) isaan offii qaban ibsa 

Dubartoon hojii alaa irra hojii manaati f mijaa'u 

Sadarkaan gaggeesgummaa hooggantoonnii dubartootaa amma lrra 
j iran iddoo isaanin maluun walgita 

Sadarkaan gaggeesgummaa hooggantoonnii dubartootaa amma lrra 
j iran iddoo isaanin maluun walgita 

B. Yaada furmaataa 

Akkaa waliigalaatti rakkolee hoogantootaa dubartoota, keessattuu kan waajjira keessanii 
hikuudhaf yaada qabdan bal'inaan barreessa<l:. 

Ga/atoomaa!. 
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Annex 7 

Addis Ababa University School of Graduate Studies 

Faculty of Business and Economics 

Department of Public Administration and Development Management. 

Survey of the Challellges alld Opportullities Facillg WOlllell Mallagers ill Orol/lia 

Regiollal State Bureaus alld Offices. 

Interview Guide 

I . What challenges and oppommities are facing women managers in 

managerial recruitment and selection, managerial perfonnance evaluation 

and manageria l development programs in your organi zation0 

2. What initiatives have been taken by your organization to mmllTIlZe 

challenges and increase the entry and advancement of women into 

managerial occupations? 

3. What opportunities are existing for the entry and ad\'ancement of ··'·omen 

in man agerial occupations? 

4. What do you recommend to enhance \Vomen' s share of maugeri ,'] 

positions') 
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