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Abstract 

The objectives of the study _were tlu-ee-folded: to identify major career advancement 
barriers perceived by ,,'omen employees at Higher Institutes, to identify similarities-and 
differences between Public Higher Institutes and Private Higher Institutes in relation with 
perceived major career barriers, and to explore the relationships between the women's 
demographic characteristics ( years of experience and age) and the perceived career 
ban'iers, To meet these objectives, this study employed both quantitative study and 
qualitative interview. The quantitative study used was the Women Career Barrier adapted 
from CBI-Revised consisting 69 items scored on 10 sub scales to discover the career 
ban'iers of 97 respondents selected for Addis Ababa University and Saint Mary's 
University College (SMUC). Moreover, in-depth interviews were taken place to augment 
the, result with a focus group discussion. To test the significance between average result T 

,test was used to compare the mean result of two categories and one way ANOV A when 
the categories were more than 2. Correlation analyses were also used to assess the 
relationship between women's demographic characteristics (Years of experience and age) 
and the perceived career barriers. The Research identified as major perceived major 
barriers: Multiple Role Conflict, Conflict between Children and Career Demands, 
Difficulties with Networking / Socialization, and job market constraint. It also. showed 
that career indecision is strongly negatively correlated with age and moderately 
negatively correlated with years of experience. A comparative analysis also showed that a 
significant higher level of perceived sexual discrimination, Inadequate Prep" ..... on, and 
Dissatisfaction with career, and decision making difficulties were exhibited by St. Mary's 
University College. Related to work family conflict and children demand various 
strategic direction must be fommlated. A formal mentoring program must address the 
needs and constraints of all parties. The management of SMUC needs to observe the 
sexual discrimination seriously, provide some sort of training on skills, necessary 
education, and hand-on experience need to be facilitated, and introduce career 
counseling. 
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Chapter One 

, Introduction 

1.1 Background of the Problem 

A career refers to a series of jobs arranged over time and is concerned with personal direction in 

one's working life, both current and future (Riley & Ladkin, 1994). The functions of work 

included providing income, providing purpose to life, defining status and identity, and enabling 

individuals to establish relationships with others in the society. 

In the broadest sense, a career is the outcome of structural opportunities made available to an - , 

individual on one hand, for example the size of the industry, organizational structure, and 

knowledge specificity, and human ability and ambition on the other hand(Riley & Ladkin, 1994). 

The structural opportunities in an industry provide the framework for any occupation, whereas 

individual ability and ambition detelmine how people make choices presented by structural 

opportuniti es. 

Common to all careers are the three broad areas of career planning, career development and 

advancement, and career choice. Career planning encompasses both individual and organizational 

planning. Career de\'e!opment relates to the outcomes for individuals and organizations, 

including career ad\'ancement, career mobility, career stages, career barriers, and career 

compromise. Career choice refers to an individual's selection of careers and positions, and 

includes elements such as the decision-making process, career paths, career anchors, and career 

sati sfacti on (Riley & Ladkin, 1994). 



Career advancement, which is part of career development, has been defined as the progression of 

an i ~ldividual into employment posi tions with increased !esponsibilities andlor compensation 

(Sagaria & Jolmsrud, 19S8). The career experiences and advancement of women is different from 

those of men has 'been documented across many professional areas, with most studies finding that 

men advance faster, fUI1her, and with greater compensation (e.g. Cohen&Gutek 1991 , J agacinski 

et al 1987, Morgan et al 1993). 

The career advancement barriers of women are presumed to be higher also in Ethiopia. This is 

supposed so because of the low levels of female representation at senior management levels, 

despite high numbers of female employees overall. The emphasis of this research investigations 

is, therefore, to asses empirically how organizational structure and policies as well as women's 

olVn perception created barriers to women's advancement. 

1.2 Statement of the Problem 

Several investigators have attempted to explain these gender differences in career advancement. 

For example, Lassalle & Spokane (1987) studied labor force participation patterns and found that 

more consistent labor force participation was associated with enhanced occupational 

advancement. However, women did not appear to mo've in and out of the work force as often as 

expected. Others have confimled that gender differences in career advancement carlllot be solely 

explained by intermittent work-force participation by women (e.g. Jagacinski et al 1987). 
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Career plateaus and career barriers may be faced with individuals throughout their careers have 

also received considerable research attention. The notion of a plateau primarily describes an 
- -

individual's present career status within a particular organization. Veiga (1981) defined a career 

plateau as a total absence of either vertical or horizontal mobility. Career plateaus can be of an 

objective and/or subjective nature. Reduced job satisfaction, perception of an instrumental link 

between performance and promotion, and intention to quit are three possible consequences of a 

career plateau (Tremblay, Roger, & Toulouse, 1995). 

Swanson and Woitke (1997) defined career barriers as "events or conditions, either wi thin the 

person or ill his or her environment, that make career progress difficult" (p. 434). Individual 

career choices often depend on personal appraisal of and the response to perceived career barriers 

(Lent, Brown, & Hackett, 2000). Barriers may have an impact on emotions, thoughts, and actions 

during the career selection process (London, 200 I). 

Career plans may be altered if individuals believe they are likely to encounter career-related 

barriers or if they feel they are unabJe to overcome certain bamers if encountered (Swan_son, 

Daniels, & Tokar, 1996). Even if individuals possess high levels of confidence and interest, 

perceived obstacles to career entry or advancement may influence career selection (Albert & 

Luzzo, 1999; Lent, Brown & Lent, 1996). 

As Izraeli and Adler (1994) point out, despite women's investment in their own education, their 

commitment to their management career, the shortage of international executi ves, and equal 

opportunity legislation, even today women hold no more than a small fraction of management 

posts. A number of barriers concerning the appointment, promotion and transfer of women have 



been wcll documcnted in the literature. 

Ban'iers such as discrimination, difficulties balancil1g work and family life, obstacles to career 

development and perceptions of management and co_-workers have been discussed as factors that 

contribute to the under-representation of, and! or the rate of voluntary turnover among, women. A 

number of researchers have made reference to the ex istence of both internal barriers (i .e., within 

the person) and external barri ers (i, e., in the environment) specifically in relation to women 

attaining positions in management (e.g., Crites, 1969 and Swanson & Woitke, 1997). 

The notion of external barriers is perceived as encompassmg concepts that reflect societa l 

attitudes such as sex role stereotypes and concepts specific to the workplace, such as selection 

and promotion processes and the evaluation of leader>idfJ Del" . . lUI', \ 1 ilzgerald & Weitzman, 

1992, cited in McWhirter, Torres, & Rasheed, 1998). Internal career barriers are cons idered to 

encompass psychological stressors such as those associated with mUltiple roles, low self esteem, 

and a low expectancy of success. While these barriers are often dichotomized, an intertwin ing of 

external and internal barriers can, and does occur. 

The number of women in the workforce is increasing around the glob, but they continue to hold 

few leadership positions. Women are running into the glass ceiling. Such a problem is likely 

expected to be greater in Eth iopia. The 1999 Central Statistics authority publication revels that 

43.26% of the employed populations are women. Astoundingly, however, their proportion in 

assum ing legislation, senior official and mangers level is only 18.54%. Contrarily, in elementary 

occupations women exceeding men hold (55.22%). This wou ld tell women tend to occup y lower 

levels within the organization though they are significant part of the work force. And, yet th is 
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phenomenon l18s not been yet studied. 

The invest igi\tor had tried hard to find the relevant local literature on the career barrier related 

issues. However, he had found out that there exists no literature focusing on the career aspects 

women employees. And, yet thi s phenomenon has not been yet studied. The lack of empirical in­

depth infonnation on career advancement barriers of women is then a very timely issue that 

requ ires investigation. 

The lack of information would also hinder the delivery of effective services to meet the 

employm ent-needs of women. To the extent that such investigations are not done, however, it 

hinders the formulation of effective strategies to assist the coping of women. This study hoped to 

be a timely piece to fill the information gap. Hopefu ll y, it could help formul ating effective career 

counseling and job placement programs to meet the needs of women once the career 

advancement major barriers of women are identi fied . 

1.3 Research Question 

To this end, the study ponders to answer the following research questions: 

What are the major perceived career advancement barriers that impede Public Higher 

Insti tutes administrative women employees? 

2 What kinds of relationship do ex ist between women's demographic characteristics (Years 

of experi ence and age) and the perceived career barriers? 

3 What kind of similarities and differences exist between Public Higher Institutes and 

Private Higher Institutes in relation with perceived major career barriers? 

5 



1.4 Objectives 

1.4.1 General Objective 

The overall objective of the research was to explore the major career barri er as perceived by 

administrative women in their career advancement at selected Higher Institutes. 

1.4.2 Specific Objectives 

In light up with the overall objecti ves the study pondered to answer the following related specific 

obj ect ives: 

To identify career advancement barriers that impedes Public Higher Institutes 

administrative women employees not to advance in their career. 

2 To explore the relationships between the women's demographic characteristics (Years of 

experience and age) and the perceived career barriers. 

3 To identify similarities and differences between Public Higher Institutes and Private 

Higher in relation with perceived major career barriers. 

1.5 Significance of the Study 

The successful completion of the study accrues a lot of benefits to various parties. 

• First, knowledge of the perceived career barriers is likely to assist women who are faced 

with career advancement barri ers to either confinn or revise their career strategies, thus 

aiding faster progression. 

• Second, various levels of administrators are likely to gain a better insight into sources of 

staff di ssatisfaction and consequent low staff morale, and together with knowledge of 

perceived key career advancement strategies may be ab le to better facilitate career 

progression of their staff. 

• Thi rd, other researchers could use thi s study as a spring board for further study. 

6 



1.6 Scope and Delimitation of the study 

The study is delimited_to two Higher Institutes in Addis Ababa Ethiopia, nal)lely, Addis Ababa 

University (AAU) and Saint Mary's University College (SMUC). From these institutes it is only 

women who are working at yarious administrative capacity were considered. Consequently, the 

study did not include women academic staffs of the same institutes. The research would have 

been more val id and reliable if many public and private Higher institutes both at Addis Ababa 

and at Regions would have been included than focusing on only two Higher Institutes of the 

capita l city. 

1. 7 Limitation of the study 

Thp limitation of this study was the exclusion of some facu lties from the sampling frame might 

hamper generalizibility of the study. 

1.8 Definition of Important tel'ms 

• Perceived career advancement barriers are perceived individual issues, ideas, behaviors, 

or practices that impact career advancement of women who are assuming administrative 

posts. 

• Sexual discrimination is considered as a career advancement barrier when people were 

denied access to a career goal or unfair decisions were made about them on the basis of 

their sex. 

• Lack of Confidence: Lack of confidence is considered as a career advancement barrier 

when self-esteem and confidence affects on one's own job performance. 

• Multiple-Role Conflict is considered as a career advancement barrier when women are 

tom between family responsibilities and job demands. 
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• Connict between Child ren and Career Demands is considered as a career advancement 

barrier when there ex ist clash between children and career demands . 

• - Inadequate' Preparation is considered as a career advancement barrier when the 

individuals' perceptions of what variables (personality trai ts, skills, necessary educational 

background, and hand-on experience) wou ld negatively affect job perfonnance. 

• Disapproval by Significant Others is considered as a career advancement barrier when 

significant others (family, spouse, and friends) attitude affects negati ve ly once 

perfomlance. 

• Decision-Making Difficulties is considered as a career advancement barrier when the 

uncertainty about one's own direction made one indeterminate in career choice. 

• Dissatisfaction with Career is considered as a career advancement barrier when one is 

feel ing general boredom or disappointment in one's career progress. 

• Job Market Constraints is considered as a career advancement barrier when job market 

and economic restructuring affects career advancement. 

• Difficulti es with Networking/Socialization is considered as a career advancement barrier 

when there exists a difficulty in finding a mentor and a unique performance standard is 

required for career advancement. 

• Women employee or Employee means women employed permanently in Hi gher 

Institutes to assume an administrative post. The teml excludes all women academician of 

the institutes even if they are assigned some ad ministrati ve duties . It also excludes all 

contract employees. 

8 



2.IIntroduction 

Chapter Two 

Literature Review 

The purpose of this chapter is to review the literature relating to women career advancement 

barriers that is relevant to the research topic and research questions associated with the stud y. The 

review identifies themes, concepts and findings, as well as facilitating the development of a 

conceptual framework that detemlines the research approach. 

2.2Importance of Career 

Many definitions of a career can be found in the existing literature: A career is a sequence of 

positions held by a person during his or her lifetime' (Robbins, Bergman, Stagg, & Coulter, 

2000); a career is a series of jobs arranged over time' (Riley & Ladkin, 1994);A career is the 

pattem of work-related experiences that span the course ofa person's life' (Greenhalls, 1987). 

A person's career is one of the most important life activities occupying nearly half of an adult 

life. When enjoyed, a career can bring satisfaction and happiness, contribute to higher self­

esteem, and ultimately aid to a healthy life adjustment. When work is disliked a person can 

experience stress, boredom, tension, frustration, low self-esteem, and even physical illness. 

To a great degree work determines our individual identity and worth and can influence our self­

concept (George & Cristiani, 1995). As suggested by Cook (1991), work is a means by which 

ad ults connect with the world around them. It is clear to see how career development plays such 

an important role in an individual's life. 
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2.3 Cal'eer Advancement and Gender 

_ Career advancement, \dlich is part of career developl]lent, has been defined as the progression of 

an individual into ' employment positions with increased responsibilities and/or compensation 

(Sagaria & Johnsrud, 1988), The career experiences and advancement of women is different from 

those of men has been documented across many professional areas, with most studies finding that 

men advance faster, further, and with greater compensation (e.g. Cohen&Gutek 1991, J agacinski 

etal 1987, Morgan et al 1993), 

Several investigators have attempted to explain these gender differences in career advancement. 

For example, Lassa\le & Spokane (1987) studied'labor force participation patterns and found that 

more . consistent labor force participation was associated with enhanced occupational 

advancement. However, women did not appear to move in and out of the work force as often as 

expected, Others have confimled that gender differences in career advancement cannot be so lely 

explained by intemlittent work-force participation by women (e.g. Jagacinski et al 1987) . 

. 2.4Carrier Barriers 

Career plateaus and career barriers individuals may be faced with throughout their careers have 

also received considerable research attention, The notion of a plateau primarily describes an 

individual's present career status within a particular organization, Veiga (1 98 1) defined a career 

plateau as a total absence of either vertical or horizontal mobility, Career plateaus can be of an 

objective and/or subjective nature, Reduced job satisfaction, perception of an instrumental li nk 

between performance and promotion, and intention to quit are three possible consequences of a 

career plateau (Tremblay, Roger, & Toulouse, 1995), 

10 



Swanson and Woitke (1997) defined career baITiers as events or conditions, either within the 

person or in his or her enviromnent, that make career progress difficult. Individual career choices 

often depend on personal appraisal of and the response to perceived career barriers (Lent, Brown, 

& Hackett, 2000). Barriers may have an impact on emotions, thoughts, and actions during the 

career selection process (London, 200 I). 

Career plans may be altered if individuals believe they are likely to encounter career-related 

barriers or if they feel they are unable to overcome certain barriers if encountered (Swanson, 

Daniels, & Tokar, 1996). Even if individuals possess highJevels of confidence and interest, 

perceived obstacles to career entry or advancement may influence career selection (Albert & 

Luzzo, 1999; Brown & Lent, 1996). 

2.4.1 Carrier Barriers and Gender 

As Izraeli and Adler (\994) point out, despite women's investment in their own education, their 

commitment to their management career, the shortage of inteIT)ationai executives, and equal 

opportunity legislation, even today women hold no more than a small fraction of management 

posts. A number of barriers concerning the appointment, promotion and transfer of women have 

been well documented in the literature. 

Barriers such as discrimination, difficulties balancing work and family li fe, obstac les to career 

development and perceptions of management and co-workers have been di scussed as factors that 

contribute to the under-representation of, and/ or the rate of voluntary turnover among, women. It 

is generally agreed that women relatively face more barriers than men in their attempt to advance 
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in their career at organi zations. The studies generally indicate stereotyp ing, sex discriminat ion, 

sexual harassment,. lack or limitedness of resources like mentoring, social support, and 

networking, conflict between work and family roles and organizational structure as factors that 

hamper career advancement. 

Studies ha,'e also assessed the under-representation of women managers and gender 

discrimination issues in the workp lace (Woods & Kavanaugh, 1994; Fagenson & Jackson, 1993; 

Gregg & Jolmson, 1990). Most organizations still do not recruit, promote, or support women 

workers on a par equal to men (Fagenson, 1993). 

2.4.2 Types of Career barriers 

The barriers that playa role in hindering women not to advance can be generally characterized as 

primarily intemal (i .e., psychological factors that are within the person), or primarily extemal 

(i.e. , factors that are within the work environment and that may be influenced by societal 

attitudes) . A number of researchers have made reference to the existence of both intemal barriers 

(i.e., within the person) and external barriers (i.e., in the envirorunent) specifically in relation to 

women attaining positions in management (e.g., Crites, 1969 and Swanson & Woitke, 1997). 

The notion of extemal barriers is perceived as encompasslllg concepts that reflect societal 

attitudes such as sex role stereotypes and concepts specific to the workplace, such as selection 

and promotion processes and the evaluation of leadership behaviors (Fitzgerald & Weitzman, 

1992, cited in McWhirter, Torres, & Rasheed, 1998). Intemal career barriers are considered to 

encompass psychological stressors such as those associated with multiple roles, low self esteem, 

and a low expectancy of success. While these barriers are often dichotomized, an intertwining of 
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externa l and in ternal barriers can, and does occur. 

The number of women in the workforce is increasing around the glob, but they continue to hold 

few leadership positions. Women are running into the glass ceiling. Such a problem is likely 

expected to be greater in Ethiopia. The 1999 Central Statistics authority publicat ion revels that 

43.26% of the emplo\ed populat ions are women. Astoundingly, however, their proportion in 

assuming legislation, senior offic ial and mangers level is only 18.54%. Contrarily, in elementary 

occupations women exceeding men hold 55.22%. This would tell women tend to occupy lower 

levels within the organization though they are significant part ofthe work fo rce. 

2.5Theories related to women's car~er development 

Theories related to women' s career development begun to emerge in the early 1980's. These 

theories improved on earl ier theories by taking into account variables which influence women 's 

career choices, aspiration and work behaviors. In the following section a review of four selected 

theories related to women's ' career development are presented. And, these theories served as 

bases by which additional career barrier item could be developed for the quantitative questioner. 

2.5.1 Hackett and Betz's self-efficacy theory 

Based on Bandura's (1977) work, Hackett and Betz (1981) formulated a theory on career self 

efficacy. They attempted to examine the process invo lved in men' s and women's career pursuit 

and their beliefs about achi evement. They believed that self-efficacy theory could explain the 

processes by which traditional gender role socialization influenced men's and women's self­

referent evaluations in relation to career choices and behaviors. 
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Two-concepts of particular relevance are efficacy expectatLon and outcome expectations. These 

two concepts are elaborated below. Efficacy expectations refer to an inilividual' s expectations or 

beliefs that she/he can perfonn a certain task successfully. Efficacy expectations will detennine 

whether or not a certain behavior will be initiated, the amount of effort to be exerted, and the 

persistence of behaviors in the face of obstacles. These expectations are developed through four 

sources of infonnation: 

I . Perfonnance accomplishments refer to successful perfonnance of a given behavior. It is 

believed to be the most powerful source of strong self-efficacy expectations. For example, 

a student who perfonns well on a math test is likely to gain an increased efficacy 

expectation of his or her ability to so lve math problems 

2. Various learning refers to observing other people perfonn a behavior. For example, 

female students who observe a female model having a career in engineering or other 

science-related fields are likely to aspire to careers in these fields 

3. Verbal persuasion refers to encouragements from others that one can successfully engage 

in specific behaviors. For example, a students who receives encouragement from parents 

or teachers to do well in science subjects are likely to have increased self efficacy in these 

subjects 

4. Emotional arousal refers to the level of anxiety with regard to the behavior to be 

perfonned. Students are likely to feel anxious before a test if they do not believe they can 

do well on it, and vice Versa (Hackett& Betz, 1981) . It is through these four sources of 

infonl13tion that indi vidual's efficacy expectations are acquired and/or modified. 
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Outcome expecta~ion refers to individual 's beliefs about the consequences of perforn1ance. 

Similar to effij:acy expectation, outcome expectation wi ll also detennine whether or not a person 

attempts to perforn1 certain task. For example, a female lawyer believes that she has an abi lity to 

perfonn the role of senior partner in a law firm. But she is not likely to apply for a position if she 

believes that a male co lleague is preferred in the position by company decision makers. 

Hacket and Betz (1 98 1) maintained that differential socialization experiences of men and women 

could explain the difference is their career development patterns. The authors argued that women 

lack strong efficacy expectation in relation to career-related behaviors. because they are less likely 

than men to be encouraged to develop their own career and have fewer female models who are 

successful. Thus, the self --efficacy theory is able to explain why some women do not fully 

develop their capabilities and talents in their career pursuit. 

In a comprehensive review of career self-efficacy research, Lent, Brown, & Hackett (2000) 

suggested that there is ample evidence to support the application of ~elf efficacy theory to 

understanding the complex processes involved in career development. More specifically, research 

has shown that individuals with high self-efficacy engage in more exploratory behaviors are more 

confident in career decision making ( Albert, K. , & Luzzo, D. (1999). 

Women of higher efficacy are also willing to entertain more career options (e.g., Lent, Brown, & 

Hackett (2000), and more successful success at finding and staying in jobs. In sum, the 

app lication of self-efficacy theory elaborates the role socialization plays in the career choices and 
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behaviors of men and women. Both efficacy expectations and outcome expectations are 

il11~ortant concepts in understanding the career developmel~t of women. 

2.5.2 Gottfredson's Circumscription theory 

Gottfredson (1981) incorporated into her theory several elements conceptualized in earlier 

theories. These elements include self-concept, developmenta l stages, and match between 

individuals and occupation. Similar to Supper (1963), she suggested that individuals seek jobs 

that are compatible with their self-concept. She expanded on Super idea by including variab les 

such as gender, social class, and intelligence in her conceptualization of self-concept. 

These variables play significant role in predicting occupational aspiration and career choices. 

Gottfredson's theory addresses women's career development in two different ways. It discusses 

the process of how individuals reach a compromise when they face conflicting goals. The 

compromise process is particularly useful to understand how women juggle priorities such as 

societal expectations, family obligations and career asp irations. 

Second, the theory maintains that individual's perceptions of career and training opportunities 

play a significant role in detem1ining their occupational aspiration and choices. This is 

particularly relevant to women because their career development is still limited by restricted 

occupational choices, unequal pay, and stereotypes (e.g., Betz & Fitzgerald , 

I 987;Brooks, 1990;U.S. Equal Opportunity Cmmission, 199 1 ).Thus, Gottfredson's theory( 198 1) 

helps to understand why women make certain career choices and not others. 
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Gott fredson's ( 198 1) theory. there are four stages of dcve lopment of se lf-conccpt and 

occupational preferences. Developn)el1t is_the result if interaction between individual's cogni tive 

development and social environment such as social class. As chi ldren progress through the 

developmental stages, their self-concept and preferences become increasingly more 

differentiated. 

As. they approach adolescence, they are able to narrow their occupational choices based on 

knowledge of their own interests, capacities, and values. In addition to individual's judgments of 

their abilities and motivations, definitions of success in their community, expectations other 

shave for them, and their awareness of accessibility of jobs also detennine individual 

occupational aspirations and preferences. 

According to Gottfredson (1 98 1), as individuals begin to implement their career choices, they 

may have to compromise their preferences because certain jobs and/or training opportunities are 

not available to them. The process of circumscription involves the inclusion and elimination of 

occupational alternatives. Gottfredson (1 98 1) postulates that when career choice compromises are 

necessary, ind ividuals will sacrifice their vocational interests first, then their desired prestige 

level and their preferred sex type last. In other words, individuals are more ready to sacrifice their 

interests than to be in an occupation that is not "appropriate" for their gender. 

Gottfredson's theory helps to explain why women are concentrated in lower-pay and lower-status 

occupations despite thei r interests and aspirations. Early soc ial ization experiences are again 

postulated as critica l in the fonnation of occupational choices and aspirations. Research stud ies 

have supported Gott fredson's proposition about the pattern of compromise (Henderson, 
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Hcskcth,& Tuffin , 19S5; Holt , 19S9;Taylor&Pryor, 1985). Yet, these researchers also proposed 

that the process of compromise is more complex than it is_ suggested in Gottfredson's theory. 

2.5.3 Farmer's Multidimensional model 

Fal111er (1985) presented a multidimensional model of career achievement motivation for women 

and men. Farmer was influenced by Bandura's social learning theory, which maintained that 

"psychological functioning invo lves a continuous reciprocal interaction between behavioral, 

cognitive, and environmental influence" (Bandura, 1977). In her model, Farnler (1985) proposed 

tjlat three sets of variables interact to influence the aspiration, mastery, and career commitment of 

men and women. 

The3e three sets of variables are: (a) background variables such as age, gender, and social, status, 

ethnicity and abi lity; (b) personal variables such as academic self esteem, achievement styles, 

causal attributions, intrinsic values, and homemaking commitment; and (c) envirollllental 

variables such as support from parents and teachers. According to Famler (1985), background 

variables influence a person 's developing self-concepts, aspiration, achievement motivation, and 

the way the environment is perceived. 

The developing self-concept is further influenced by interaction with the environment such as 

experiences at school and in the community. Personal variables in tum set limit to the influences 

of environment and have been found to influence career and achievement motivation . Thus, the 

relationship between personal and environmental variab les as presented in Farmer 's model is a 

reciprocal one. Fanner (1985) used to the findings of her study of 9th and 12'h grade students to 
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explain the roles and illlcrreiationships of the th ree sets of variables in her model. In the study, 

personal variab les were found to have the strongest influence on student's career motivation and 

tendency to choose difficult and challenging tasks rather than easy tasks. 

Nevertheless, the pattem of influence was quite different for men and women. Young women 's 

career choice was more influenced by competing roles such as homemaking commitment than 

men 's, suggesting that yo ung women's career development may be more vulnerable to competing 

role priorities than men 's. Moreover, environmental variables were found to play an important 

role in young people 's achievement, aspiration, and career motivation. Interestingly, the 

mediating effect of environmental variables on the three variab les was fOWld to be stronger for 

young women than for young men. 

This finding suggested that young women's career and achievement motivation may be more 

susceptible to their perception of opportunities in the environment and support form parents and 

teachers than men's. Famler suggested that changes in society's attitude towards women working 

may influence changes in the men's and women's achievement in the future . 

Farmer's (1985) model has further supported the notion that earlier theories on career 

development are inadequate in explaining the complexity of career development process 111 a 

changing ecological, social , and economic context. Though Farmer's (1985) model was 

supported by the finding of her study, the age range of her sample may limit the generali zation of 

her model to other groups such as university students. 
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2.5.4 Astin's Sociopsychologicnl Model 

Similar to krumboltz's theory, Astin's (1984) socio-psychological model als~ emphasizes the 

significance of both -psychological factors and cultural environmental fac tors which interact to 

inOuence career choice and work behavior. The four factors in her model are: 

I. Motivation refers to the driving force which directed an individual's behavior towards the 

satisfaction of three basic needs: survival, pleasure, and contribution. Survival needs refer to 

physiological survi\·al. Pleasure needs refer to intrinsic sat isfaction fonn work. Contribution 

needs refer to the need to be useful to society and be recognized for one's contributions. 

2. Work expectations refer to individuals' perceptions of their capabiliti.es and strengths the 

options available, and the kind of work which can best fulfill their needs. 

3. socialization refers to the process through which soci al nonllS ,,,,J values are internalized 

4. structure of opportunity refers to the options that are available in the world of work 

The four factors of Astin's model are indeed interrelated, According to Astin, work is important 

because it is able to fulfill certain basic needs such as survival, pleasure, and contribution. Astin 

(1984) contended that men and women share a common set of work motivations. What 

differentiates their work expectations and career outcomes is the mediating effect of the other 

variables. As conceptualized in her model, work expectations are different for men and women 

because of their differentia l sociali zation experiences as well as their perception of the structure 

of opportunity. 
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According to hcr childrcn arc rcwardcd and reinforced for engaglllg in gendcr - approp ri ate 

behaviors. As children internali ze soc ial norms and values regarding appropriate sex-ro le 

behaviors and choices, they also become aware of the availability of opportunities. Implied in the 

theory is that soc ialization experiences can be either expanding (which promotes wide-spread 

options) or restrictions (which promotes stereotyping) . 

The inclusion of the construct of structure of opportunity is distinctive feature of Astin' s model. 

From her perspective, opportunity structure is not static, but changes over time. As society 

changes, men and women are faced with different environmental conditions, which in turn 

modify their career aspirations and work behaviors. 

To support this contention, she cited several examples of social change, such as advances in 

medical and rcproducti\"c technology and changes in economic trends and conditions. These 

larger social forces could help to explain the increas ing participation of women as well as 

minorities in the labor force. Implied in the conceptualization for the opportunity structure are the 

significance of individuals' perception and/or awareness of avai lability of options in the world of 

work. As s\lch, opportunity structure could also help explain the differential career expectations 

and choices of men and women. 

It is interesting to note that sinee the publication of Astin's model in 1984, little research ahs been 

conducted to test it s valid ity. This may be due to the fact that her model lacks operational 

definitions of the proposed constructs and specific hypotheses, which makes empirical tests of the 

model difficult. 
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2.6 Facto l·s that Constrain Women's Career Advancement 

R esearchers have identified a number of factors thaC function as barriers to women 's career 

advancement. These included glass cei ling, gellder discrimination and sexual harassment, 

organizational culture, and work and family conflict. 

2.6.1 G lass Ceiling 

The glass ceiling refers to invisib le, generally artificial, baniers that prevent qualified individuals, 

e.g. women, from advancing within their organizations and reaching their full potenti al (Knutson 

& Schmidgall, 1999). The tern1 was popularized in the 1980s when it became a significant 

concept in the w~··"p lace in the United States. It describes a tendency for women and minorities 

to be over represented in the lower levels of an industry, but underrepresented at senior levels. 

Even though great strides have takcn place in recent years, there remains room for improvement. 

Bily and Manoochehri (1995) described the development of women's role in hi story: 

traditionally, a woman's role has been in the home, taking care of children and husband. During 

World War II, women went to work because men were at war. After World War II, women were 

sent back .home again to be wives and mothers. Their shorter work experience has impacted 

women in history. 

Since the 1960s, more and more women have entered the workp lace and 30-40 years later they 

have stayed in the workforce so that the number of working women has been continuollsly 

increas ing. While women comprise almost half of the workplace, the number of women in mid -
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management and especially senior management is st illlolV. That is where the tcrm ··glass ce iling" 

comes from as cited in Bily and 1'- lanoo.chehri (1995). 

Schwartz (cited In Bily & Manoochehri, 1995) illustrated the glass ceiling as part of the 

management pyramid. The numbers in the middle of the pyramid represent the percentage of 

managers in each category. The numbers on the right represent the women at each level. For 

example, 50% of entry-level managers are women while women accounts for only 3% senior 

management positions. In spite of the similarities in the backgrounds and experiences of men and 

women, the above figure showed women remain poorly represented at the senior level (Brownell, 

1994). 

2.6.2 Gender Discriminalion and Sexual Harassment 

Woods and Kavanaugh (1994) found that more than 80 percent of men and women perceive 

gender discrimination and sexual harassment in the workplace as an ongoing problem . They 

mailed the 49 - question survey to 1,550 hospitality managers, all of whom had earned a 

baccalaureate or master's degree from hospitality management programs within the proceeding 

seven years. Fifty eight percent of the respondents were women. Results showed that in many 

cases the reasons why most women graduates left the hospitality industry was due to gender 

discrimination or sexual harassment. 

Sexual harassment is simply not basing employment decisions on an individual's acceptance or 

rejection of sexual advances. Another fonn of sexual harassment is the creation of an 

intimidating, hosti le, or offensive work environment. Repeatedly staring provocatively and 

making off-color jokes or remarks also are considered sexual harassment (Woods & Kavanaugh). 
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Woods conducted a study in 1992 and askcd the participants how orten scx ual harassment 

occun'ed in the hospitality industry. The study reported that nearl y one - fourth of both female 

and male resp~ndents agreed that women in their fi eld have been subjected to sexual harassment 

at work (Woods, 1994). 

Many studies describe gender - based pay differences. Recent research on gender issues in 

employment in the hospitality industry provided both "good news and bad news" to American 

women. The good news was that their increased employment in the industry demonstrates that 

"the hosp ital ity field is rapid ly becoming sex neutral" (Umbreit & Diaz, 1994). But women sti ll 

do not receive ~qual in tenns of rewards (Woods, 1994). 

Models and theories have guided some of the research on gender - based income disparity. 

Human Capital Theory and the New Home Economics Theory (Becker, 1985) have been the 

most populari zed theories . The Human Capital Theory suggested that those with a larger 

investment in themselves have greater career opportunities and are efficiently sorted into higher 

paying jobs. Better educated workers have greater potential because they have increased their 

human capital investment by extending their credentials. The theory explains the difference in 

income by suggesting that a portion of those differences is not attributable to gender at all, but to 

the di fferent leve ls of education, training and experiences. 

The New Home Economics theory argued that households maximize their use by dividing labor 

so that, in most households, men specialized in market work and women in domestic work. The 

male - female wage gap is an outcome of thi s decision - making process. Women choose part-
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timc jobs that nllow thcm the flcxibility to manage their domcstic houschold du ties and do not 

require them to pu~ career above family. 

Based on the above two major theori es and other theories, Sparrowe and Iverson (1999) 

conducted a stud y to examine the disparity of income in the hospitality industry. A one percent 

represen tati ve sample of the U.S . hospitality industry population was used to test their 

hypotheses. According to their findings, the presence of more covert fonns of gender 

discrimination within the hospitality industry, consistent with previous research, women may 

experience equity of representing at the management level in the industry but the income is still 

lower than that of men. 

Sparrowe and Iverson (1999) suggested that this disparity has ex isted for many years and cannot 

disappear overnight. Comparisons should be made to determine if incomt: disparities are being 

reduced in the industry today. Woods asked the respondents to indicate their salaries by ranges. 

The mean for men was about $42,300 and about $35,900 for women. The data suggest that a 

salary di sparity exists along gender lines. Using the salary range $35,000:39,999 as the midrange 

for the entire group, data suggested that 43% of the men had salaries below the middle range and 

43% above it. 

Meanwhile, 60 percent of the women had salaries below the group's middle range, and only 20 

percent had sa lari es above it. Also 40% of the women reported that "sexual discrimination is 

related to promotion and nearly 38% thought it related to salaries" (Woods, 1994, p. 19). Data 

support the argument that substantial levels of sexual di scrimination exist in the industry. 
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Increases awareness of the pCIY<ls ivcncss of thi s Issue can reduce the lik elihood of gender 

di scrimination and sexual harassment. . 

Many studies mentioned the gender gap in income. Umbreit & Diaz (1994) suggested that the 

gender gap in earnings would be even larger if women did not achieve a higher level of academic 

success as women continue to major in higher paying fields such as business management and/or 

undertake more internship related to their fields. Woods and Kavanaugh (1994) found that female 

managers in the hospitality industry earn $6,400 less than their male peers. According to 

Brownell (1994), women view thi s lack of equity as a predominate obstacle to their career 

progressIOn. 

2.6.3 Organizational Culture 

Recent research has concentrated on masculine organizational culture as an explanation [or the 

glass-cei ling phenomenon, that is, organizational culture forn1s a barrier for women's careers. 

Usually people are attracted by an organization or a job due to their personal preferences, and 

cultural preferences are partly based on experience and personality. Eagly and Wood (1991) 

suggest that people who consider themselves very ambitious , for example, will probably favor a 

competitive environment; in contrast to ·people who see themselves as less ambitious. And, it 

seems likely that men will adhere more strongly to a competitive culture than women wil l. 

Studies also have reported that there are only small di f[erences between the management styles of 

male and female managers . These differences had decreased to the extent that these cultures were 

more male-dominated (Eagly & Johnson, 1990). Many investigations have concluded that women 

in senior management positions have adapted their behavior to emulate traditional male styles 
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(Brow llc ll , 1994). Viancn and Fisc hcr (2002) suggestcd that comparcd to I11 cn, IVOlllcn would fccl 

less attracted to management positions , especially top management positions, because of their 

organi zational culture preferences. 

According to their studies, women are confronted with two barriers on the way to the top, which 

are more restraining for them than for men. One is the women 's first step into management. Few 

women will take thi s step partly because they have weaker masculine culture preferences. The 

other balTi er concerns the step from middle management to top management. 

WOl)1en seem less ambitious than men in pursuing a top m;magement career. It is suggested that 

if an organization truly wanted to assign more women to top management positions, they should 

put effort into changing the top management culture as well as trying to attract women with high 

salaries and status. Vianen and Fischer concluded that both processes of selection and self­

selection are responsible for the slow advancement of women to top management careers. 

2.6.4 Work and Family Conflict 

Multiple-role Conflict was a central issue discussed in the literature of women's work lives (Betz 

& Fitzgerald, 1987). It occurred due to the incompatibility of the demands associated with two or 

more roles. While working women were expected to commit to their work 'just like men', they 

were also required to give priority to their family. Working women were, therefore, tom between 

family responsibilities and job demands. 

In recent years, research has shown that work-family confli ct also affects women's career 

advancement. Mallon & Cassell (1999) found that the expectation of long hours was a significant 
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barricr to seeking promotions for many women in the industry (Mallon & Cassell , 1999). It is 

assumed that women traditionally wou ld be invo lved in childcare and housework , whi ch was 

viewed as their responsibility and an expectat ion from the men's world. Women in top 

management tend to be single or married with few or no children . 

Success in the industry demands long hours and requi res a great deal of cri sis management and 

problem solving. These factors combined create a stressful and exhausting work experience for 

women (Brownell , 1998). Brownell also mentioned that advancement often means leaving 

fami liar towns, schools, and relatives to move across the country to a property that offers 

increased job opportunities.-II is not unusual for an individual to move three or more times on the 

path from department head to general manager. 

There are opportunities in the rap idly growing industry, but people must be a\\·are of the 

requirements of long hours, stress and loss of quality time with their famili es. These costs may be 

seen as not being worth the benefits of a once career. People in the industry must balance success 

and cost, and struggle with work and fami ly conflicts, especially those who are single parents . 

2.7 Factors that Facilitate Women's Career Advancement 

The rev iew of literature revealed that energy and hard work are presented as being the most 

important traits that facilitate to women's career advancement. Gregg and Johnson (1 990) noted 

that the women in their survey felt that they had to work twice as hard and do twice as good a job 

as their male colleagues in order to prove they deserved a promotion. 
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Othcr traits al so included communication, trust, and perseverance. Suggestions arc given to 

1V0mCJl managers to stand out by hard work, being good at what they do networking, relocating, 

or changing companies (Ng & Pine, 2003). Knutson and Schmidgall (1999) noted that having a 

chari smatic personality also is an effective advancement strategy and that women executives 

believe that to advance they must develop a style with which men are comfortable. 

Brownell (1992) described the hospitality managers who emerge as leaders in the 2 151 century as 

men and women who deal effectively with a multi-cultural workforce, present their ideas clearl y, 

and are able to mobilize others around a common goal. Brownell (1994), in another study on 

personality and career development, found the following traits of hospitality managers: hard 

'- . .. ) ~" Tl'0 t jv::-t fF' nthf'rs. determina tion, calmness. ll t;~f' rti ven ess or 

competitiveness, enthusiasm, deliberateness and detail-orientation. Skills and intelligence also are 

important, such as communication skills, leadership ski ll s and interpersonal skills. 

Networking and mentoring have been identified as two methods to help women. Fagenson and 

Jackson (1993) stated that some women in high level have be!1efited from networks . Furthermore, 

women need to set up their networks and participate in men's networks. Many women have 

acknowledged the help of mentors who helped them to enter the old boy networks. Previous 

research revealed gender differences on factors that facilitate and constrain women's career 

advancement. Brownell (1994) conducted a survey of 97 female and 318 male general managers. 

Of the ten items that relate to the importance of career-related activities, only mentoring was 

found to be significantly different by gender, with males viewing it more important to women's 

career development than females. 
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Of the eight obstacles to women 's ca reer advancem~cnt, gendcr differcnccs wcre fOllnd betwccn 

fcmale and male general managers onthe items: old boy network, family and work conflict, pay 

and promotions, job characteristics, lack of mentors, lack of credibility, and sexual harassment. 

For example, more than half of males (54%) viewed pay and promotions as no obstacle or a 

minor one, while only II % of females agreed. Nearly half of males perceived old boy networks 

as only minor obstacles while O\'er half of females viewed this as major obstacle. 

Ng and Pine (2003) found significant gender differences on the importance of effective 

communication skills, which indicated that female managers viewed a stronger positive 

relationship~ b_etween communication skills and career develoJJment than males. Three obstacles 

"'ere found to be signi ficant h ~ di fferent between female and male managers; they were 

inadequate job knowledge, difficulty in establishing credibility, and lack of equity in training. In 

all these items, males viewed them as bigger obstacles than females . Mentors served as rol e 

models as well as trainers of individuals. Difficulty in finding a mentor was identified as a barrier 

to career success of women (Mc Whiter et aI., 1998). On the other hand, another aspect that 

related to working relationship was the job advancement prospect. 

As the studied cited in this paper assert despite their increasing presence, women continue to 

experience barriers that limit their advancement from their presently held positions. Women 

perceive issues such as gender discrimination, family responsibilities, inadequate preparation, and 

disapproval by Significant Others, decision-making difficulties, dissatisfaction with career, job 

market constraints, mentoring, and networking opportunities as factors that impact their career 

advancement. In addition to these factors, the structure of opportunity and the proportional 

representation of women often contribute to cycles of disadvantage for women and minorities. 
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Chapter Three 

- Research Methodology 

3.1 Introduction 

The general methods employed in order to achieve the objectives stated in the earlier chapter 

were a two-phased proj ect. The first phase included a quantitative survey of women's perception· 

of career balTiers in their career advancement. The second one was a qualitative interview made 

with a focused group discussion with selected participants from both institutes. This mixed 

design has an advantage of triangulation of data · collection by questionnaires from the 

employees. The purpose of the tri angulation was mainly to get adequate infomlation so as to be 

able to look into the major career barrier of women advancement in the organization in which 

they work in. 

3.2 Research Site and Sampling Method 

3.2.1 The Participants 

The study was conducted at 1\,,0 Higher Institutes, namely, Addis Ababa University (AAU) and 

St. Mary's University College (SMUC). Both of the institutes are located in Addis Ababa, the 

capital city of Ethiopia. The main reason for selecting these higher institutes for the study was 

that the researcher has some acquaintances with most of the personnel working in the institutes. 

Hence, the researcher believed that adequate information could be easi ly fetched out. Besides, 

SMUC is relatively larger than other private colleges except Unity Universi ty College (UUC) . 

Unity University College was excluded because it is recently undergoing through restructuring. 

Moreover, expenses like allowances and transport fees are also significant ly minimized. 
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The target populations of the study were only women employees assuming administrative posts 

of the two Higher ' Institutes. The total numbers of women permanent employees assuming 

administrative post in AAU were 948 (excludi\lg School of Joumalism and Tikur Anibesa) and 

279 in SMUC (excludes district female employees). 

From the theoretical population of 948 women employees assumll1g administrative post in 

employees working at Fine arts (23), Nursing (24), Technology South (28),Yared (21), Faculty 

of Veterinary Medicine (21), Medical Faculty (76), and commercial college (81) totaling 274 

were excluded for sampling because respectiv~ employment data can not be secured from the 

central university administration. Exclusion of the population that can not be accessed to made 

the study population at AAU to be 674 than 948. Female employees of the university amounting 

147, who were working under dean of the students at cafeteria and Dormitory service, were also 

excluded because there exists no parallels at SMUC and that makes the comparison of the two 

institutes very difficult. Such a process eventually made the total sampling frame amounting 806 

of which 527 employees were from AAU and the res,t 279 were from SMUC. 

Participants of the focus group discussions were 7 employees of which 4 were selected from 

AAU while the rest are of SMUC. Owing the fact that most of the employees of SMUC are 

relatively younger three of the focus group discussions were less 30 while 2 of the employees of 

AAU were above age 30 and the rest two were under 30. Whenever a need arouse the Human 

Resource departments of the institutes were also consulted. 
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3.2.2 S:lIl1p ling and Sampling Technique 

AIter securing the list of the employees the researc!l investigator adopted simple random 

sampling teclUliques and distributed the questioners randomly to employees. The numbers of 

potential respondents the author contacted and distributed were 100 from Addis Ababa 

University and 60 from Saint Mary's University College. 40 of Saint Mary's University College 

employees, 80% response rate, and 57 from Addis Ababa University, 57% response rate, 

administrat ive women employees filled the questioner. The response rate was enhanced to such 

an extent by a continuous follo\\'-up the researcher made to the respondents. 

Table I: Classification of Respondents by Institute 

Higher Institute Frequency Percent 

AAU 57 58.76% 

SMUC 
- -

40 41.23% 

Total 97 100 

As It IS eVident from the above table I, the majority of the respondents (58 .76%) were 

administrative women employees of Addis Ababa University (AAU), a Public Higher Institute, 

while the rest (41.23%) are ofSI. Mary's University College (SMUC), a Private Higher Institute. 

The table further shows that almost all of women employees of SI. Mary's University college 

(95%) are less than or equal to age thirty. On contrary, more than half of the employees (5 7%) of 

Addis Ababa University are above age thirty. 

The age discrepancy has mainly resulted from two main sources. First, the age di screpancy is the 

result of the organizations date of estab li shment difference. St. Mary's University Co ll ege is 

relatively a very recent organization establ ished in 1998 (G.C). The establislunent Addis Ababa 
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Uni versity, howevcr, goes back to 1949 (G.C). Second, as per the interview madc with Human 

Resource Manager, the administrative;! employees turnover at St. Mary's University College~s is 

higher that Addis Ababa University. 

3.2.3 Instruments 

The methods used to collect infollllation for the study included a combination of such techniques 

as questionnaire and a focllsed grollp discussions interview. 

3.2.3.1 Questioner 

Questioner items on perceived major career barriers of women advancement were prepared 'from 

existing literatures in the area. The questionnaire prepared was totally close-ended questions. The 

questionnaire was prepared in Amharic for the purpose of data collection. 

The survey questionnaire has two parts. The first part of the questionnaire deals with employee's 

personal inforn1ation. It includes seven demographic variables, namely, age, religion , marital 

status, number of children, organization in which they are working in, educational level, years of 

expenence .. 

The second part of the questioner is mainly adapted form Career Barriers Inventory-Revised 

(CBI-R). This self reported questioner had a 70-item scale and it assesses perceived career-related 

barriers on 13 dimensions. The researcher included additional 20 questions which gave a total of 

90 items. 
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Then, the questi oner was scrcened fo r it s face va li dity by two formcr graduates of cou nseling 

psychology of Addis Ababa University. A thorough revision of the questioner eventually resulted 

to a consensus that three dimensions of Career Barriers Ill velltOly-Revised to be di scarded , 

namely, discouraged From Choosing Nontradi tional Careers (5 items) and Disability Concerns (3 

items), and Identity Discrimination (4 items) 

The. sub scale for measunng for di scouragement from choosing nontraditional careers was 

excluded on the ground that most of the women employees of the higher institutes are working 

traditionally accepted careers for women. The di sability concern item is also excluded because 

-getting appropriate number of cases for generalization will not be sufficient. The identity 

discrimination was also excluded because the study includes only employees who are Ethiopian. 

This procedure reduced the 70 Career Barriers Inventory- Revised into 58 and with additional 

questioners it amounted 78. 

A further revision of the instrument through pre-test eventually lead to di scard some 9 more items 

and the final questioner become a 69 item questioner. The pre-test of the instruments was 

conducted before the actual fi eldwork. The purpose of the pretest was to find out ambiguities, 

omissions or misunderstanding in the instruments. It also helped to correct awkward sequences of 

the items in the instruments and other weaknesses. Essential points to be considered in adjusting 

the instruments were problems related mainly to the relevance, adequacy, understandability and 

sequence of the items of the instruments used. 

The general comment from the fieldwork was that some items were not clear enough and easi ly 

understandable by persons who have no any idea about psychological jargons. Based on the 
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comments g iven, an effo n was madc to presen t it ems in ways very c lear to the respondents or tl w 

main stud y. 

To conclude, from all these comments, the instruments were reassessed and modified. The pilot 

study had .given a good correcting lead the instruments the researcher developed. That is, after the 

pilot test had been done, the items that show ambigu ities, inadequacies of items were identifi ed. 

Some of the items were found out to be repeti tions and thus were dropped eventually resulting 68 

items rather than 82 items. 

111 the second part of the questionnaire then a 69-item scale to asses the major perceived career­

related barriers on IO dimensions were eventually developed . The 10 dimensions of the 

questioner were on: Sex u lscnnllnation ( 11 items), Lack of Confidence (7items), Multiple-Role 

Conflict (8 items), Confl ict Between Children and Career Demands (7 items), Inadequate 

Preparation (7items), Disapprova l by Signifi cant Others (4i tems), Decision-Making Difficulti es 

(7items), Dissatisfaction With Career (items7), Job Market Constraints (4 items), and Difficulties 

With ~etworking/Socialization (6items). 

3.2.3.2 Interview 

The second method used was an in-depth interview that was made with selected 15 women 

employees of which 10 were from AAU whi le the rest were from SMUC. In thi s regard , 10 

facilitating questions on the subscale items of major career barrier were developed and 

adm inistered. 



3.2.3 .3 Focus Group discuss ions 

The third instrument was a focused group discussion made with selected 7 participants of which 4 

are from AAU and the rest 3 were from SMUC. All ofth~ members ofthe focus discussion group 

w.ere those who were previously interviewed. The focus discussion was a second phase in the 

research process and conducted only after the data collected through questioner was already 

analyzed. The main purpose of the method was to augment the result of the quantitative data. In 

this. regard, the 10 questions developed for in-depth interv iew were used to facilitate the focus 

group discussion. All of the discussion was made through Amharic. 

3 . .2.3.4 Translation of the instruments 

The Amharic version of career barrier inventory was drafted by the author of this study. Then, its 

readab ility was enhanced by two graduates of literature department and who are presently 

engaged in professional translation. And, lhen Il was venucu again by two fom1er graduates OJ 

counseling psychology. 

3.2.4 Data Collection Procedures 
The Amharic survey questioner developed entitled the 'Experiences of Women Career 

Advancement Barriers at work Survey' was distributed to the women employees assuming 

administrative position of the selected organizations. In particular, participants were fim11y 

assured that confidentiality and anonymity of their response would be maintained strictl y so that 

they might provide an honest answer. Three weeks after its initial distribution, a fo llow up was 

made to all participants thanking them for their contribution and reminding those who did not 

fini sh and were not ready to retum the surveys to do so. 
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3.2.5 Method of Data Analysis and Interpretations 

The Statistical Package for Social S'cience (SPSS) version 10 was used to analyze the quafltified 

data captured through questiormaire responses, from which reports in tabular fomiat were used 

with appropriate descripti\'e statistics. Responses are made using a 7-point Likert scale (I =did 

not hinder at all ; 7 = did completely hinder). Subscale scores are obtained by summing the 

numenc rating of each item within the subscale and dividing by the number of items in the 

subscale. 

A result which is less than 4 was considered to be indicating a low level of career advancement 

barrier, 4 indicating a moderate level of career advancement barrier and above 4 implying the 

udlllCI is hl!5" _"J therefore it is major. To test the significance between the groups independent t 

test, one way ANOVA " 'ere employed. T test were used to compare the mean result of two 

categories and one way ANOYA when the categories were more than 2. Correlation analyses 

were also used to assess the relationship between women's demographic characteristics (Years of 

experience and age) and the perceived career barriers. 

38 



Chapter Four 

Bata Presentation and Analysis 

4.1 Introduction · 

The data presentation and analysis section of the paper provides the basic details of data collected 

with their respective significance for the research conducted. 

4.2 Demographic variables 

Table 2: Respondents average Age 

Higher Institute 

AAU 

St. Mary's University College 

Total 

Mean Standard DeviaJion 

31.09 5.97 

25.08 2.88 

28 .61 5.75 

As It IS eVident from the above table 2, the average age of all respondents IS 28.6 1 and the 

standard deviation is 5.75 . The average age of AAU ( ,=3 1.09) is statically significantly higher 

(t=6.588, p=O.OOO) than SMUC (,=25.08). 

The table 3 given above also shows that almost all of women employees of St. Mary's University 

college (95%) are less than or equal to age thirty. On contrary, more than half of the employees 

(57%) of Addis Ababa University are above age thirty. The implication of this will be some 

differences exhibited between the institutes might be related to the age differences than any other 

factors. And, therefore age will be cOITelated with each of the career advancement barriers resuli 

and the overall career barrier result. 
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Table 3: Classification of Respondents by Age Category 

Frequency %ge 
-

Age AAU SMUC AAU SMUC Total 

21-25 13 30 23 75 43 

26-30 II 8 19 20 19 

31-35 19 I 33 2.5 20 

36AO I I I 19 2.5 12 

41-45 3 0 5 0 I 

Total 57 40 100 100 97 

Table 3 is basically designed to reveal the overall picture of the respondents besides the central 

-
tendency measurement of mean given in table 2 on page 39. To thi s end, the age range was 

classified based on the interval of five years on arbitral basis. 

Table 4: Classification of Respondents by Religion 

Higher Institute Percentage 

Religion AAU St. Mary's AAU St. Mary's Total 

Protestant 1 15 2% 38% 16 

Orthodox 55 22 96% 55% 77 

Catholic 0 I 0% 3% I 

Muslim I 2 2% 5% 3 

Total 57 40 100% 100% 97 
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As it can be scen from tab le 4 in page 40, the majoriti es of the respondents, In both higher 

institutes, are from Ol1hodox Christianity. Then is the li st, in terms of magnitude, is fo llowed by 

Protestants Christianity, Muslims, and Catholic Christianity. No attempt has been made to relate 

religion towards perceived career barriers owing the fact that the representations of the religious 

sects are quite few to make such an analysis. 

Table 5: Classification of Respondents by Marital Status 

Higher Institute %ge Total 

Msrit 'l l <:;t~tus .J\61l I SMTJC AAU SMUC 

Married 39 10 68% 25% 49 

Single 17 29 30% 73% 46 

Widowed I I 2% 3% 2 

57 40 100% 100% 97 

According to table 5 given above most of the respondents of Addis Ababa University are married 

(68%) whi le it is only a quarter of St. Mary's University College administrative women 

employees are married. The discrepancy is likely related to the age of the employees because 

most of the employees of St. Mary's University college are very young (See table 3 for details) . 

There are no divorce cases reported by either of the institutes while there ex ists, however, one 

widow from each of the institute. 
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Tablc 6: C lass ification ofRcspondcnts by Marita l Status 

Higher Inst itute Higher Institute Total - -

_No of Children AAU SMUC AAU SMUC 

0 21 33 37% 82.5% 54 

I 7 4 12% 10% 11 

2 3 3 5% 7.5% 6 

3 26 0 46% 0% 26 

Total 57 40 100% 100% 97 

Accordll1g to the tab le 6 given above most of Addis Ababa University (63%) employees do have 

children compared to St. Mary 's University College (l.7.5%).Almost half of the respondents of 

Addis Ababa University do have three children (46%) whi le the majority of the employees of St. 

Mary's University College do not have even a child (83%). Interestingly, the maximum number 

of children employees of St. Mary's University College have is only two. In fact , the difference 

might be related to the :,;e of the employees. 

From the above marital status, as it is depicted in table 6, result it could be expected that SMUC 

employees .wi ll exhibit relatively lesser barrier related to work family conflict and confli ct of 

work and children demand variables than AAU employees. It is presumed so basically because 

there wi ll be a double push on career women as their time compete betweens two competing 

ideal-types of mother and family and devoted worker. Married and women with children might 

be unable to stay beyond working hours and consequently might be considered as inflex ible for 

since within companies, "flexibility" often means staying until midnight, with an expectation of 

increased producti vity and constant availabi lity. 
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Table 7: Class ification of Respondents by Educational Level 

Higher Institute Higher Institute 

Work Experience AAU SMUC AAU SMUC Total 

Eighth-Tenth Grade I 2 1.75% 5.00% 3 

Preparatory Level 0 2 0.00% 5.00% 2 

Certificate 
, 

9 5.26% 22.50% 12 ~ 

Diploma 52 24 91.23% 60.00% 76 

Firsts Degree 1 3 1.75% 7.50% 4 

Total 57 40 1 1 97 

As it is evidenced above table 7, relatively speaking, most of the respondents of Addis Ababa 

University are holding diploma (91.23%) while for Saint Mary's University College the same 

level of qualification amounts only 60%. In contrast, first degree holders of Addis Ababa 

University are, however, very low (1. 75%) compared to Saint Mary' s University College 7.5%. 

The numbers of employees who are at certificate level and below are higher in St. Mary's 

University College (32.5%) than Addis Ababa University (7.0 1 %). Other important observation, 

as per the report of the Human Resource Department personnel, is most of the employees of St. 

Mary's University College learned at various levels with in the institute itself. 
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Tablc S: C lass i lication of Respondents by Years of Expericnce 

:0:5 Years 5-10 Years 10-15 Years 15-20 Years 20-25 Yr 
-

Institute No %ge No %oe " -
No %ge No %ge No %ge Total 

AAU 16 28 .07% 24 42 .11 % 9 15 .78% 7 12.28% 3 5.26% 57 

SMUC 35 87.50% 4 10.00% 1 2.50% 1 2.50% 0 0 40 

Total 51 52.58% 28 28.87% 10 10.3 1 % 8 8.25% 3 3.09% 97 

As it can be seen from table 8 given above the majority of the respondents (87.5%) ofSt. Mary's 

University college work experience is less than or equal to five years while in Addis Ababa 

University such a people account only 28.07% . In fact, the difference could be explained from . 

three sources. First, SMUC is sti ll expanding and it keeps on recruiting fresh graduates as an 

employees. Second, the date of the establislunent of tlie university college is relatively recent. 

Third, the university college exhibits a higher level of turnover. 

It is generally believed that professional experience plays a significant role for once success in 

career advancement. The more experienced the person is more benefits he/she accrues to the 

organization. As the above table 8 revels, however, SMUC employees are less experienced and 

therefore are less likely to progress. In contrary, there is untapped experience accumulated by 

majority of women employees assuming administrative positions at AAU. 

4.3 Overall Carrier Advancement Barriers 

According to table 9 given on page 45, the overall perceived career advancement barriers 

repOlied is only averages 3. 18 which give an impression that women generall y perceived a lower 
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level of barrier in their career advancement. The difference bctween AAU ( , =3.07) and SMUC 

( ;:-=3.36) is not also statistically significant (t = -1.061, P = .293). 

Table 9: Classification of Respondents by Overall career barrier 

Higher Institute Mean Standard Deviation 

AAU 3.05 0.47 

St. Mary's University College 3.36 0.73 

Total 3. 18 0.60 

The overall camer advancement bamer result shows such a lesser amount mamly because some 

of the subscales (for example Disapproval by Significant Others scale) of the career barrier 

inventory exhibited a lower level result. It is, therefore, essential to see the overall scales broken 

down to the 10 subscale in order to fully appreciate the career advancement barriers women are 

facing at work places. 

4.4 Subscales of Women Carrier Advancement barriers 

The Women Career Barrier Inventory developed by the rese<!:rcher, basically adopted form CBI­

Revised, consists of 69 items scored on 10 sub scales. The followings are the result of the 

research. 

4.4.1 Sex Discrimination 

Sexual discrimination is believed to occur when people were denied access to a career goal or 

unfair decisions were made about them on the basis of their sex. To identify sexual 

discrimination I I items were developed under sexual discrimination. 
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Table 10: Descripti ve stati sti cs of Sex Discrim ination 

Higher Institute Mean N Standard Deviation 
- -

-

AAU 2.26 57 0.68 
- -

SI. Mary's University College 2.66 40 0.92 

Total 2.43 97 0.81 

Accordmg to table 10 given III page 45, the average perceived level of dl scnmmatIOn reported is 

only 2.43 which is an ind ication that women perceived sexual di scrimination at their work place 

as a low career barrier in their pursuit of career advancement. A comparison of the mean of the 

two higher institutes result of sexual discrimination exhibit a higher level sexual discrimination at 

SMUC (x =2.66) than AAU ( :;- =2.26) . The test statistics also sh0 ... , :hat the difference is 

s ignificant (t = -2.364, P = 0.021). 

The focus group di scussion reveled that the malll reason for such a low level of sexual 

discrimination is the result of the leadership commitment of the organizations as it is specified in 

their human resource policy. They also mentioned that courts do consider sexual harassments 

very seriously and as a result many people refrain from such practices fearing that it does have an 

unbearable' consequence. 

Even though the reported level of sexual discrimination is lower than the moderate level it still 

requires a due attention. Otherwise, the types of sex discrimination experienced by women will 

have a detrimental impact on women both professionally (e.g. , slows their promotion and 

advancement opportunities and influenced their need to transfer to another unit) and personally 

(e.g., a loss of confidence and stress). 
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4.4.2 Lack of Confidcnce 

Low confidence is also belie\'cd to influence the likelihood of engaging in a behavior and the 

length of persistence in that behavior. To measure the prevalence of identity lack of confidence 

among employee's 7sub items "'ere developed, 

Table 11: Descriptive statistics of Lack of Confidence 

Higher Institute Mean N Stdandard Deviation 

AAU 2.93 57 0.82 

St. Mary's University College 2.71 40 1.19 

Total 2.84 97 0.99 

-Accordmg to table lion page 41, the overall and the respective prevalence of lack of confidence 

among women employee were low. According to it the overall average discrimination made 

amounts only 2.84 indicating that the perceived level of lack of confidence as hindrance to career 

advancement is lower. AAU employees ( :;- =2.93) lacked a greater level of confidence than 

SMUC ( :;- =2.71). The mean difference, however, is not statistically significant (t = 1.030, P = 

0.307). 

The focus group discussion, however, provided different explanations for it. Employees of 

SMUC mainly attributed the case for being retained within the organization based on merits. One 

discussant ofSMUC said, "How could we stay up to today ifnot for our ski ll s." Discussants from 

AAU, however, felt that one could stay at work though he might be incompetent. The reason 

forwarded for by AAU employees is the routine nature of the work being done. One woman 

sa id ," I am doing the same th ing that I started 20 years before." 
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Though the level of lack of confidence reported is lesser than the requirement to be considered a 

major career barrier it still needs a consideration. It is the investigator's conviction that having a 

skilled and versatile workforce in order to compete effect!vely in the marketplace. And, therefore 

employees must be willing and open to engage in training and education. Similarly employers 

also need.to provide opportunities and encourage employees to access the training and education. 

Professional development and the promotional system have to be major themes in the 

organizations so as to boost the confidence of the employee. 

4.4.3 Multiple-role Conflict 

To measure the prevalence of multiple role conflict as major barrier among administrative 

employees 8 items were developed. 

Table 12: Descriptive statistics of Multiple Role conflict by organizations -

Higher Institute Mean N Standard Deviation 

AAU 3.69 57 1.30 

St. Mary's University College 2.79 40 1.04 

Total . 3.32 97 1.27 

A mere look at tab le 12 shown on page 47 seems to Imply multIple role conflict IS not a major 

barrier in career women advancement ( :;- =3.32). The mean of AAU ( :;- =3.69) is also significantly 

greater (t = 3.791, P = 0.000) than SMUC (:;-=2.79). 
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Table 13: Desc ri ptive stat is tics of Multip le Ro le confl ict by organi zations 

Marital Stalll s Multip le Ro le conflict Std. Deviat ion 
- -

Married 4.29 0.86 
-

Single 2.3 5 0.78 

Widowed · 2.00 0.35 

Total 3.32 1.27 

A rearrangement of the data, according to table 13, tn tenns of mantal status clearly brings a 

different picture to the scene. Multiple ro le conflict is found to be a major hindrance for married 

women ( :;-=4.06) while it is not for single and widowed employees. A further ana lysis of the 

result, based on marital status, made it very clear the underlying rationale. The test statistics also 

showed the mean differences are significant (f = 3.791, P = 0.000). 

At the foc used group discussions the di scussants reflect that working women still retain primary 

responsibility fo r dependent care and household chores. They fe lt that women are far more li kely 

than men to report taking time fro m work to address their children 's needs and are more li kely to 

have elder care responsibilities .AlI of the participants at focus group discussion said that the 

roles women play at home is by far greater that a man does. 

4.4.4 Conflict between Children and Career Demands 

A specific fonn of mUltip le-role conflict was the one between children and career demands. An 

example of this con flict was that working late conflict s with supervis ing children's homework. To 

measure the ex tent to which chi ldren and career demand were major career b3ITiers among 

administrati ve employees 7 items were developed. 
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Table 14: Descriptive stati stics of Conflict between Children and Career Demands 

Higher Institute Mean N Std. Deviation 
-

AAU 3.46 57 1.15 

St. Mary's University College 2.46 40 1.19 

Total 3.05 97 1.26 

.. 
Table 14 d isplayed above also vIvidly shows that the overall result of Conflict between Children 

and .Career Demands is low ( ;:-=3.05) in career advancement of women. Similar to multiple role 

conflict AAU ( ;:-=3.46) employees exhibit statistically significant (t = 4.133, P = 0.000) higher 

resultsthan SMUC ( ;:-=2.46) employees. A further analysis of the result based on marital status, 

however, makes it very crystal clear that conflict between children and career demands is a major 

( ;:- =4.55) perceived barrier to career advancement of women. The test statistics also showed the 

mean differences are significant (f = 42.491, P = 0.000). 

The result on table 14 shows that adopting policies and practices that promote work-life balance 

is considered to be a critical tool for attracting and retaining women employees. According to the 

in-depth interview married women usually hold back their professional career when their chi ldren 

were young. And, at a time their chi ldren have grown, the organization has decided that I am too 

old to spend the effort and time on career development (AAU do have an age limit for career 

development). It is therefore a high time to consider the issue and take appropriate actions. 

Overall, many respondents of the in-depth interview, thought that improving fl ex ible work 

practices through, for example, better access to part time hours and leave without pay, were key 

preventative measures to reduce the cc,nfli ct between children and career demands. 
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4.4.5 In adcquate Prcparation 

The scale inadequate preparation explored the individuals' perceptions of what variab les would 

n.egati vely affect job perfonllance. Some potent ial variables addressed in the scale were the 

required personali ty traits, skills, necessary educational background, and hand·on experience. 

Table 15: . Descriptive stati stics of Inadequate Preparation 

Hi gher Institute Mean N Standard Deviation 

AAU 3.00 57 0.62 

SI. Mary's University College 4.20 40 0.68 

Total 3.49 97 0.87 

r.. lOU ,," at table 15 at page above could create an ImpreSSlotT that mad equate preparallon (:;- =3.49) 

is not a major barrier for career Advancement. A further analysis of the result based on the 

organization in which people are working, however, makes it very crystal clear that it is a major 

ca reer barrier in SMUC. SMUC ( :;- =4.20) employees exhibit stati stically significant (t = -8.975, P 

= 0.000) higher results than AAU ( :;: =3.00) employees. 

The case was discussed at a focus group discussion and it was learned that most of the employees 

of SMUC started working at a lower level and advanced to the higher level through experience. 

And, sometime whenever there is a turnover of a higher position primacy will be given for 

internal employees. In such instance they fel t the required personality traits, skills; necessary 

educational background has not been sufficientl y gained and therefore they feel inadequate for 

the jobs they have been called fOL Such a feeling is compounded in case were the nature of the 

work requires a non routine decisions and it deviates from the instances in which they worked 

under. 
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4.4.6 Dissatisfaction with Career 

The topic of vocat ional dissatisfaction is approached from general boredom, di sappointment in 

one's career progr(!ss and enjoying ones work. To measure the prevalenc: of dissatisfaction with 

career as major balTier among administrative employees 7 items were dev~ l oped 

Table 16: . Descriptive statistics of Dissatisfaction with career 

Higher Institute Mean N Standard Deviation 

AAU 2.54 57 0.79 

St. Mary's University College 4.52 40 0.83 

Total 3.3 5 97 1.26 

Similar to in adequate preparation a look at the above table 16 could create an impression that 

inadequate preparation ( :;-=3 .35) is very low. A further analysis of the result based on the 

organization in which people are working, however, makes it very crystal clear that it is a major 

career barrier in SMUC (:;-=4.52) . There is also a statistical significance (t = -11.93 1, P = 0.000) 

difference between the two HIs. 

The case was also discussed at a focus group discussion and it was learned that most of the 

employees of SMUC started work at a lower level and advanced to the higher level by advancing 

in education. Even after completing their education they usually continue to work at their earlier 

positions ti II there is a vacant position. In due time, they feel bored of what they do. Besides, 

most of the employees of SMUC are working on a job that they are not mainly trained for. These 

two reasons explain the discrepancy that ex ists among the two institutes. 
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4.4.7 Decision-making Difficulties 

This scale addresses the phenomenon that the uncel1ainty abou t one's own direction made one 

indetellllinate in career choice. Its items explored issues like work-related values, li fe goals, and 

awareness of career altematives . 

Table 17: Descriptive statistics of Decision-making Difficulties 

Higher Institute Mean N Standard Deviation 

AAU 3.16 57 1.08 

St. Mary's University College 4.35 40 0.74 

Total - 3.65 97 1.12 _ 

The above table 17 showed that the overall result of Decision-making Difficulties is 3.65 

indicating that decision-making difficulties is also high (by approximating) at HIs. Individual 

analysis also showed SMUC employees exhibited C<"=4.35) a higher and stati sticall y significant 

difference (t = -6.04 1, P = 0.000) compared to AAU ( :;-=3.16). 

The difference between the two institutes might be the results of once confidence developed 

through work experience and age maturity. Owing this, a correlation analysis is made between 

career indecision and once experiences at work (on table 18 page 54) as well as career indecision 

and the age level reported (on table 19 page 54). 
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Tab lc 18: Correlation between Career Indecision and Expericncc of respondents 

Career Indecis ion Experience 
- --

Career Indecision Pearson Correlation I -0.6102 

Sig. (2-tai led) 0.0000 

N 97 97 

Experi ence Pearson Correlation -0.6 102 1 

Sig. (2-tailed) 0.0000 

N 97.0000 97 

The above tab le 18 shows a correlation analysis between respondents experience and career 

indecision. It indicates a moderate level of negative significant liner relationship (r=-0.61, 

p=O.OOO) between career indecision and experience. 

Career indecision elements exhibited in younger wO.men are, as per the in -depth interview resul t, 

the reflections of changing once mind again and again about career plans, becoming unsure of 

work-related values and lacking information about possib le jobs/careers. And, it usually occurs at 

a time a where one is thinking about changing a job or choosing school subjects or university 

programs. The indecision is, therefore, likely to be resolved with the ass istance of appropriate 

interventions, including access to appropriate career-related information and assistance with 

clarifying values and goals. 
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Tabl e 19: Correlat ion between Career Indecision and age or respo ndents 

- Career Indecision Age 
-

Career Indecision Pearson Con'elation I -0.7482** 

Sig. (2-tai led) 0.0000 

N 97 97 

AGE Pearson Correlation -0.7482** 1 

Sig. (2-tailed) 0.0000 

N 97.0000 97 

**CorrelattOn IS stgmficant at the 0.01 level (2-taIled). 

Table 19, on page 53, also showed a correlation analysis between respondents experience and 

career indecision. It indicated that a strong negative significant liner relationship (r=-0.6 1, 

p=0.75) between career indecision and experience. 

The correlation between experience and age with respect to career indecision shows that the 

discrepancy between the two His is mainly related to ages and experience. It seems that earl y 

years of employment are a watershed in career development, as this is when young people 

. actively explore their interests and aptitudes and explore their interests and aptitudes and develop 

career-related goals and aspirations in the context or testing their personal strengths and 

weaknesses against avai lable job opportunities . 

As per the in-depth interview resu lt, when the age level or the employees are increasing however 

they want to capitalize upon the experiences they have accumulated than venturing up on a totally 
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ncw journcy in ca rcer. Owing thc fact that 95% of thc employees are less than or equal to agc 

thirty the discrepancy that ex ists pet ween the tlVO could be explained. The focused group 

di scussion implied that younger employees seem to be unsure of what they wanted to pursue as a 

career while a relatively older one seems to settle for what they have. 

4.4.S Job Market Constraints 

This scale addressed the external barriers encountered by the respondents. The items in the sca le 

matched the recent business climate of Ethiopia. Its statements explored the effects of a tight job 

marker, economic restructuring, and so on. 

T"ble 20: Descriptive statistics of Job Market Constraints 

Higher Institute Mean N Std. Deviation 

AAU 3.57 57 1.04 

St. Mary's University College 4.02 40 LSI 

Total 3.76 97 1.42 

The above table 20 showed also the overall result of Job Market Constramts was 3.76 llldicating 

that it a major career barrier (by approximating) for women employee. Individual analysis shows 

SMUC employees exhibited a greater level of job market constraint ( :;-=4.04) than AAU 

( :;- =3.57).The exhibited difference is however not significant (t=-1.936, p=.3I SI). 

4.4.9 Difficulties with Networking I Socialization 

Each position had its unique perf0l111anCe standard for advancement, both written and implicit. 

The standard also related closely to the organization culture. In many cases, employees not only 

needed to perfornl well, but also to understand and meet the expectations from boss and even 
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othcr co ll eagues. In thi s ,t ud y, however, its items stressed the job advancemcnt aspcct anci the 

availability of role models III one's environment. To identify difficulties with 

networking/socialization 6 items were developed. 

Tab le 21: . Descriptive statistics of Difficulties with Networking / Social ization 

Higher Institute Mean N Standard Deviation 

AAU 3.96 57 1.01 

St. Mary's University College 4.02 40 1.06 

Total 3.98 97 1.03 

The above table 21 showed that the overall average result of Difficulties with Networking / 

Socialization is 3.98 indicating that it is a major career balTier fo r women employee. In this 

regard, the focus group discussion emphasized lack of lower number of role models assuming 

higher positions. The diffe rence between AAU ( :;:-=~ . 96) and SMUC (:;:- =4.02) is not found to be 

statistically significant (t=-302, p=.764). 

4.4.10 Disapproval by Significant Others 

A four item scale was al so included to determine to what extent the disapproval by significant 

others made barrier for carrier advancement. The result showed a very low level ( :;-=1.91). The 

plausible explanation might be because almost all of the respondents are participating III 

traditional careers which are acceptable for women. And, therefore they did not face as such 

disapproval fonn others. The difference between the two HIs is not also stati stically significant 

(t= 183, p=.856). 
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Table 22: Descrip tive stat isti cs of Disapproval by Significant Others 

Higher Institu te Mean N Standard Deviation 
- -

AAU 1.92 57 0.585 -

Sl. Mar)"s University College 1.89 40 0.808 

Total 1.90 97 0.682 

Work interests and self-efficacy expectations usually begin to develop in early childhood and are 

influenced, often inadvertently, by parents, teachers, and peers through the process of 

_Jcialization. As childrc l engage in play and early work activities, some activiti es are rewarded 

and reinforced, while others are not. .Many of these work-related .activities have traditionally been 

defined and distributed along gender lines, which influences people's expectations about what 

types of work are open to them. what types they can best perform, and what types will satisfy 

their needs. Owning the fact that the respondents are not engaged in non-traditional or man 

dominated careers (for example, computer science <?r engineering) they were not disapproved by 

significant others and therefore it is not perceived as major career barrier. 
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Chapter Five 

Summary, COllclusions, and Recommendations 

5.1 Summary 

The overall objective of the research was to explore the major career baITier as perceived by 

women employees assuming administrative post in their career advancement at selected Higher 

Institutes. More specifically, the objectives of the study were: to identify major career 

advancement barriers perceived by women employees at Higher Institutes, to identify similarities 

and di fferences between Public Higher Institutes and Private Higher Institutes in relation with 

perceived major career barriers, and to explore the relationships between the women's 

demographic characteristics and the perceived career barriers. 

To meet these objectives, this study employed both quaI1lIlatlve study and qualitauve interview. 

The quantitative study used was The Women Career Barrier Inventory developed by the 

researcher, basically adopted form CBI-Revised. It Gonsists of 69 items scored on 10 sub scales to 

discover the career barriers of. 97 total respondents fi lled and returned the questioner of which 

57 were from Addis Ababa University and the rest 40 were from Saint Mary's University College 

from a sampling frame of 806 employees which 527 were from AAU and the rest 279 were from 

SMUC. 

The methods used to collect information for the study included a combination of such techniques 

as questiormaire and a focused group discussions interview. Questioner items on perceived major 

career barriers of women advancement were prepared from existing literatures in the area. The 

questionnaire prepared was totally quantitative and all are close-ended questions. The 

questionnaire was prepared in Amharic for the purpose of data co llection. 
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The survey questionnaire has two parts. The first part of the questionnaire dea ls with employee's 

personal information. The second part of the questioner is mainly adopted form Career Barriers 

Inventory- Revised (CBI-R) . This se lf reported questioner had a 69-item sca le to asses the major 

perceived career-related barriers on 10 dimensions. The second one was a qualitative interview 

made with a focused group discussion with selected 7 participants of which 4 are from AAU and 

the rest 3 were from SMUC. 

The Statistical Package for Social Science (SPSS) version 10 was used to analyze the quanti fied 

data captured tlu'ough questiolUlaire responses, from which reports in tabu lar fOimat were used 

with appropriate descripti ve stati st ics . Responses are made using a 7-point Li kert sca le (I 

=1I'olild not hinder or all: 7 = would cOlllpletely hinder). Subscale scores are obtained by 

summing the numeric rat ing of each item wi th in the subscale and dividing by the nu mber of 

items in the subscale. 

A resul t which is less than 4 was considered to be indicating a low barrier, 4 indicating a 

moderate level of barrier and above implies the barrier is high. To test the significance between 

the groups independent t test, one way ANOV A were employed. T test were used to compare the 

mean result of two categories and one way ANOV A when the categories were more than 2. 

Correlation analyses were also used to assess the relationship between women's demographic 

characteristics (Years of experience and age) and the perceived career barriers. 

The research was conducted with a total of 97 women administrative employees of SI. Mary's 

University College (SMUC) and Addis Ababa University (AAU). 58.76% of the respondents 

were of AAU while the rest from SMUC. 95% of SMUC employees are less than or equal to age 
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thirty wh ile 57% of AAU are above age thirty. The responden t's religious affi li ation in order of 

magnitude was orthodox, protestant, Mus lims and Catho lics. Most (68%) of the respondents of 

AAU are man'ied while the majority of SMU (73%) college were singles. There was no divorce 

cases reported and widows amount on ly 2.07% of total respondents. Most of AAU (63%) 

emp loyees do have children compared to St. SMUC (17.5%). 

Relative ly speaking most of the respondents of AAU are ho lding diploma (9 l.23%) while for 

SMUC accounts on ly 60%. 1.n contrast, first degree holders of AAU very law (l.75%) compared 

to SMUC (7.5%). The numbers of employees who are at certifi cate level and below are higher in 

St. Mary's University College (32.5%) than Addis Ababa University (7.01 %). The majority of 

the respondents (87 .50) of SM UC work experi ence is less than or equal to five years while AAU 

accoun ts such a people account only 28.07%. 

The overall average perceived career advancement barriers repolied is amounts 3.13 which give 

an impression that women generally perceive a lower level of career barrier in their career 

advancement. And, there exist also no stati stically significant difference between AAU and 

SMUC. A look at the sub items, however, gives a detailed view of the matter. The followings are 

the summary results of the research. 

Sexual Discrimination was not perceived as a major barrier to career advancement for since it is 

low. Relatively speaking, however, SMUC employees showed a higher and stati sticall y 

significant amo unt than AAU. The overall and the respective prevalence of lack of confidence 

among women employee is also low. And yet SMUC employees lacked a greater level of 

confidence than SMUC but the difference is not stati stica ll y significant. 
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Multip le rol e conflict and conflict between children and career demands were found to be a major 

hindrance for married women. Inadequate preparation is not perceived as major career barrier for 

AAU employees for since the average value is low but it is a major career barrier for SMUC. The 

difference is also statistically signifi cant. Dissatisfaction with Career is not perceived as major 

career barrier for AAU employees for since it is lesser than the moderate leve l but it is a maj or 

career barrier in SMUC. The difference is also statistically significant. Dec ision-making 

Difficulties is not perceived as major career barrier for AAU employees but it is a major career 

barrier in SMUC. The difference is statisti ca lly sign ificant. Further analys is of the data by age 

showed that the di screpancy is main ly related to ages and experience. Age and experi ence are 

fo und to be negatively corre lated with career indecision. The relationship is strong between age 

and career indecision and moderate between experiences . 

The overall result of Job Market Constraints is also indicates a major perceived career barrier but 

and hi gher level but stati stica ll y signifi cant for SMUC. A difficulty with Netwo rking / 

Socialization is perceived as a major career barrier and the difference between AAU and SMUC 

is not fou nd to be statisti cally signifi cant. The overall result of disapproval by significant others 

was very low and therefore it is 110t a perceived as career advancement barrier. And the difference 

between the two HIs was not significant. 

62 



, J 

5.2Conclusions 

S.2.1 T he major perceived career advancement barriers 

The overall perceived career advancement barriers reported seems to imply women genera ll y did 

perceive a low level of barrier in their career advancement. And, there exist no statistically 

significant difference between AAU and SMUC. But individual analyses of sub scales indicate 

there are some major barri ers. 

The reported level of Sexual Discrimination was low and therefore it was not perceived as a 

major barrier to career advancement. The overall and the respecti ve prevalence of lack of 

confidence is lower among women employee that meant it is not a major hindrance factor for 

career advancement. 

Multiple role confl ict is found to be a major hindrance for married women but not for singles and 

widows. Inadequate preparation is not perce ived as major career balTier. Dissati sfaction with 

Career is not perceived as major career barri er for since its reported level is low. The overall level 

of decision-making Diffi culties reported was also low indicating that women did not perceived it 

as a major career barrier. The overall resu lt of Job Market Constraints also indicates that it is a 

major perceived career ban'ier .A difficulty with Networking / Socialization is also similarl y 

perceived as a major career barrier for the reported level exceeds the moderate requirement. The 

overall result of Di sapprova l by significant others was so low that it was not a perceived career 

advancement barrier. 
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5.2.2 Relationship between demographic Characteristics and the perceived carrier 

barriers 

The research included seven demographic variables, namely, age, religion, marital status, number 

of children, organ izat ion in which they are working in, educational level, years of experi ence. Of 

these vari ab les age and years of experience were correlated with the tota l scale and the respecti ve 

scales. However, it is onl y age and experiences were found to be negatively corre lated with 

career indecision. The relationship is strong between age and career indecision while it was 

moderate between years of experience and career indecision. 

5.2.3 Similarities and differences between Public Higher Institntes and Private Higher 

Institnte in r elation with perceived major career barriers 

The respective perceived career advancement barriers reported for two institutes is less than 4 

imp lying that women generally did not perceive a higher level of b3lTiers in their career 

advancement. Even though the reported level of lack of confidence is greater in AAU than 

SMUC the difference is not statistically significant. The Job Market Constraints is a 111ajor 

perceived career barrier for both and it is the difference between the HIs was not statisticall y 

sign ificant. A difficulty with Networking I Socialization is perceived as a major career barrier and 
'. 

the difference between AAU and SMUC is not found to be statist ically significant. Disapproval 

by Significant Others is not also perceived as a career barrier for both institutes and the difference 

is not significant. The result of Disapproval by significant others was so low and the difference 

between the two His was not signi ficant. , 

SMUC employees showed a higher and statistically significant amount than AAU related to 

sexual di scrimination. Inadequate preparation is not perceived as major career barrier for SMUC 
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employees but it is a major career barrier in AAU. The diffe rence is also stati st icall y signifi cant. 

Dissatisfaction with Career is not perceived as major career banier for AAU employees but it is a 

major career barrier in SMUC. The difference is again statisti ca ll y signifi cant. Decision-making 

Difficulti es is not perceived as major career barri er for AAU emp loyees but it is a major career 

barri er in SMUC. The difference is stati sti ca ll y significant. 

5.3Recommendations 

Related to work fam ily conflict and children demand various intervention mechanisms need to be 

fo llowed both at individual level as well as at organizational level. At organizational level 

flex ibil ity in working hours, stop demanding employees to commit more than the working hours , 

increase access to child care, and in troducing leave without pay schemes mi ght be considered as 

options. At individual level at home probably the father (husband) need to be also active and 

share some of the burdens in domest ic works. 

Related to difficulty with Networking / Social ization women need to have access to both formal 

and informal networking. The infomlal networking has to be mainly designed in cooperation with 

women senior mangers. Thi s is basically because in today's environment of heightened 

awareness of cross-gender issues, potential male mentors can be hesitant to step up to thi s 

opportunity. But if women are to be mentored only by women potential mentors are going to be 

quite few than the demand. Therefore, there has to be a way by which men also could be used as 

mentors. In th is regard, a fomlal netwo rking could be applicable with male senior mangers . 

Fonnal networking is suggested than infomlal ones so as to reduce the likelihood of grapevine 

overloads with sexual innuendoes. 
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SMUC employees showed a higher and statisti call y significant amo unt than AAU related to 

sex ual discrimination . The management of the organization needs to be observing the case. 

Inadequate preparation is also a major career barrier in SMUC. To reso lve the problem required 

some sort of training on sk ill s, necessary education, and hand-on experi ence need to be 

faci litated. Dissatisfaction with Career is also a major career barrier in SMUC. The Institute 
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Appendix 

Annex I : Amharic version of Women Career Advancement Ban'iers Inventory 
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Annex 2 : Eng li sh version of Women Career Advancement Barri ers In vento ry 

\Vomen Career Advancement Barriers Inventory 

Fi rst of al l, I wou ld like to thank you fo r your willingness to part icipate in thi s study. The study is 

being prepared is to be submitted to the school of Graduate Studies o f Addis Ababa Uni versity, in 

partial fulfillm ent of the requirements for the Degree of M.A in Counseling Psychology, in 

Psychology Department. The overa ll purpose of the study is to explore the major career barri er as 

perceived by admini strati,·e women in their career advancement at se lected Higher Institutes and 

to provide som e recommendati ons. Therefore, the answers you will provide will be strict ly used 

onl y fo r educational purposes and they will remain anonymous and confidential. Owing the fact, 

the truthfulness of your answers will detennine the value of the research you are requested to 

provide an honest answer. 

The questioner to be filled does contain two parts . The first part collects personal infonnation while the 

second one collects infoll11ation on Perceived carrier advancement baniers. In this study the term 

perceived advancement barriers meant a factor that would hinder women from advancing at their career. 

In this regard 69 items are included. In answering them you can choose from I to 7. If you think that it is 

not at al l a barrier you can choose 1 and if it is for sure a very maj or barri er you can choose 7. If you think 

it is some what a barrier you can choose 4. Whenever the degree of barrier is becoming lesser than 

moderate you could choose based on magn itude numbers less than 4. Similarly, whenever the degree of 

barri er is becoming greater than moderate you could choose based on magn itude numbers more than 4. To 

further understand the concept you could look at the following line given below. 

It is not 

At all 

A barrier 

Some What 

It is 

a barrier 

For Sure 

It is 

A barrier 

1-----------------1------------------]-----------------]- -----------------1-----------------1------------------1 

2 3 4 5 6 7 
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Part I: Personallnfom1ation 

8. Age.---------------------------------

9. Reli gion (Please tick the appropriate answer) 

------Orthodox ----- Muslim 

------- Protestant ------ Catholic ------ Others 

10. Marital Status (Please tick the appropriate answer) 

-------Married ------ Single 

-------Divorced ------ Widowed 

11 . Number of Children---------------------------------

12. Types of Higher Institution You are working in 

-------Private Higher Institute ----- Public Hi gher Institute 

13 . Educational Level 

---------Less than grade 8 --------- From Grade 8-10 

---------Preparatory level (Grade 11-12) ---------Certi ficate 

---------Diplol11a --------- First Degree 

---------Second degree and above 

14. Total Years of Experience in any types of work---------

Part Il : Experience of Career barrier In ventory (please choose fom1 1 to 7 and write in the right side of 

the space given in each question) 

__ I. Unsure ormy career goals 

__ 2. Needing to take time off work when children are sick or on school breaks 

_ _ 3. Needing to relocate because of my spouse's/partner'sjob 

__ 4. Changi ng my mind again and again about my career plans 

__ 5. Discrimination by employer because I have, or plan to have, chi ldren 

_ _ 6. U nsure of how to "sell myself' to an employer 
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~~7. Becom ing bored with my job/career 

~~8. Feeling a conflict between my job and my fam il y (spouse and/or children) 

~~9. Unsure of my work-related values 

~~IO. Difficulty in findin g ajob due to a tight job market 

J 

~~II. Feeling pressure to "do it all" - expected to do well as parent, spouse, career person, etc . 

~~ 12. Not feeling confident about my ability on the job 

~~ 13. Not being ab le to find good day-care services for my children 

~~14. My spouse/partner doesn't approve of my choice of job/career 

~~15. Not feeling confident about myselfin general 

16. Not wanting to relocate for my job/career 

17. Feeling gui lty about working wh ile my children are yo ung 

18. The comfort that I have at my present organization prohibiting me from searching 

another job 

~~19 . Not being paid as much as coworkers of the opposite sex 

~~20. Being undec ided about what job/career I would li ke 

~~ 2 1. Stress at home (spouse or children) affecting my perfo nnance at work 

22. Lacking the required personality traits for my job (e. g., assertiveness) 

23. Di sappointed in my career progress (e.g., not rece iving promotions as I would li ke) 

24.The beliefs of other people's whom I respect that certain careers are not appropriate for 

people of my sex 

~~25 . Losing interest in my job/career 

~~26. Difficulty in re-enteringjob market after taking time off to care for my children 

~~27. Difficulty in planning my career due to changes in the economy 

~~ 28. Lacking the required skills for my job (e.g., communication) 
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__ 29. Disapproval from my fri ends the work I am doi ng 

__ 30. Difficu lty in maintaining the ground gai ned at my job after having children 

__ 31. Not being sure how to choose a career direction 

__ 32. Unsure of what my ca reer alternat ives are 

__ 33. Confli ct between marriage/ fami ly plans and my career plans 

___ 34. Lack o f maturity interferes with my career 

__ 35. No t having a role model or mentor at work 

___ 36. Experiencing sex di scrimination in hiring fo r a job 

__ 37. Not receiving sUPPOtt from my spouse/partner 

_ _ 38. Having low self-esteem 

_ _ 39. Discrimination due to my marital status 

__ 40. My parents/family don't approve ormy choice of job/career 

41 .. Having a boss or superv iso r who is biased against people of my sex 

__ 42. People of the opposite sex receive promotions more often than peop le of my sex 

__ 43. No opportunities for advancement in my career 

__ 44. Lacking in fonnation about possible jobs/careers 

__ 45 . The outlook for future employment in my field is not promi sing 

__ 46. Being dissatisfied with my job/career 

__ 47. Unable to deal with phys ica l or emotional demands of my job 

48. Unsure of what I want out of life 

__ 49. Having an inflexible work schedule that interferes w ith my famil y respons ibilit ies 

__ 50. Unsure of how to advance in my career 

__ 51. Lacking the necessary educational backgro und for the job I want 

__ 52. Experiencing sexual harassment on the job 

/ 
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___ 53. Not knowing the " ri ght people" to get ahead in my career 

__ 54. Lacking the necessary hands-on experi ence for the j ob I want 

__ 55. No demand for my area of training/education 

__ 56. Stress at work affecting my life at home 

/ 

__ 57. Considering leav ing the work on time and not staying beyond regular hour as a sign o f 

failing 

58. The organizational fa ilure of considering seriously family related issues 

__ 59. A prevalence ofa belief that women are followers while men are leaders 

60 the fact that most of the works of the organi zations are conducted outs ide the 

organization and outside working hours 

__ 61 Failure in the organizationa l culture to take seriously women leadership 

__ 62 A negat ive fee ling created from considering sexual ly related issues at work place as if 

they were nom1al 

__ 63 Pre ference of employees to have a male boss than a female boss 

_ _ 64 Women leadership is not being taken seri ous ly by other women 

__ 65 not exerting extra effol1 required by my job beyond normal work ing hours 

__ 66 Giving priority to my fam ily before my work 

__ 67 fai ling to believe I have leadership abi lity 

__ 68 fa iling to speak confidently 

__ 69 The belief that in a relationship a priority has to be always given to the man 
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Annex 3: English Version of Focus Group Discussion items 

I. Do you perceive the leve l of Sexual Discrimination prevalent in your organizations as a 

major career barrier in your career advancement? If so in which organization (SMUC or 

AAU) do you think it will be higher? And why do you think it is higher? 

2. Do you perceive the level of Lack of Confidence of employees in your organizations is a 

major career barrier in yo ur career advancement? If so in which organization (SMUC or 

AAU) do you think it will be higher? And why do you think it is higher? 

3. Do you perce ive Multiple-Role Conflict as a major career ban-i er III yo ur career 

advancement? 

4. Do yo u perceive Confli ct between Children and Career Demands as a major career barrier 

in your career advancement? 

5_ Do you perceive Inadequate Preparation of employees in your organizations is a major 

career barrier in your career advancement? If so in which organization (SMUC or AAU) 

do you think it will be higher? And why do you think it is higher? 

6. Do you perceive the level of Disapproval by Significant Others as a major career barrier 

in your career advancement? If so in which organization (SMUC or AAU) do you think it 

will be higher? And why do you think it is higher? 
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7. Do you perceIve the levels of Decision-Making Difficulties of employees in your 

organizations are a major career balTier in your career advancement? If so in which 

organi zation (SMUC or AAU) do you think it wi ll be higher? And why do you think it is 

higher? 

8. Do you perceIve the level of Dissatisfaction with Career of employees in your 

organizations is a major career barrier in your career advancement? If so in which 

organization (SMUC or AAU) do you think it wi ll be higher? And why do you think it is 

higher? 

9. Do you percei ve the level of Job Market Constra ints to be a major career barrier in you r 

career ad vancement? If so in which organization (SMUC or AAU) do you think it will be 

higher? And why do yo u think it is higher? 

10. Do you perceIve the level of Difficulties with Networking/Sociali zation to be a major 

career barrier in your career advancement? If so in wh ich organization (SMUC or AAU) 

do you think it wi ll be higher? And why do you think it is higher? 
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Annex 4: Amhari c Version of Focus Group Discussion Items 

1. (wu·h'l~ n-)' (7Diltfn.1· roNr ntj:'!'L;r'-j:U' 0.') ' huulf'lJ:)'·U· {""'/<'\ (' ·,·g.L711'-j"·U· 

{7Dg:Oo nilt·:)··U· ro.il ' r (''''L 7Cl ~i'u,-} fuA ~,,}.'l;:l'_~·7·lJ ro.m.;r"'1 ~,,}.'l·hf"l · {7Do<;hA 

If'';'ll'-j: lA ro~? hlf"/ _~ <7!<1u hU·o-,: {")'9"UC+ -"*"'1.). ro.il'!' nn'~' C"ri {'('-)·<;'ro. 

" , y,,~,<;' 1\:,' ~I\A? M"'}il -'·~N;· ro. M .Wro. ~A:" ('nom .euuM:)'-lA? 

2. n?n ')'0~n1' (7Dl'ltfn.-)· ro.il'!' (j,·n: Mt·<,\:fro. fI\1' ro. uu -""'1uo ,} "'1'/il nilt ·:fro. 

ro.il'!' {''''L 7Cl'l~ro:} fUA ~, '}IW~' 7'lJ ro.m.;r"'1 ~, ,}.'l,elf"/· uuolJhA If' ';'Cl'l''lA ro~? 

hlf'~ _~ '1'£" hU'(\1: (")' 9"UC1' .,.*"'1 ')' ro.il'!' n,}~' 7\c"li {'{'1· ';'ro. "'~' ~,<;' 1\:,' f!.- IIA? 

M "'}il " ·Y,Moro. hc\.I\<;'ro. ~A:" ('nom ~(7DM 'I'lA? 

3. nn· o fD:)" ~, '}.~ n.,,·o-n '/11/',<; ~, '}.~. " .", rlM ot·,,·<;, ro.m.;r"'1 t'I {7Dlf"} (,"'l,f.e.C7·."(­

'1' _~t·t· fl. 'It'\ /. , ~ ,). nil t· :)'-ro. m il '!' 1''''1. 7Cl :)'- ro. '} f U A ~,'} .'lJ' _~. 7·lJ ro. m.;r"'1 ,, '},'l,elf" /, 

{7Do lJ hA If'';'Cl')'· :t A al,e? 

4. A7n· f<,\ :fal. n.·H· h'},~ h<;+ ~,lJ ~,'} ,~ " " " fIlt 01,." ,';' ro.m.;r"'1 o (JD lf" } 

I''''l.f _~C7.,), 'Ht·t·n. 'It'\/., 'd, nilt. 'l·· ro. ro.il'!' {,"'l. 7Cl 'l'·ro. '} fU A ~, ,}.'If _~"I .c; 

ro.m.;:I' '''1 ~, ,}.'l~lf"/ ' uoo<;tlA If'';'Cl:flA al~? 

5. n.-n'· M·ro. n"'U.A7ro. {7Dm'} M{7DH;J~;r1'ro. cn ')'9"UC')' Y.LP. : nA9n .~. (JDm'}lJ 

nt'l.t'I ·+ ilt·ro. h'/o' n"'l.m-n .. Ffro· hUt'l°·y.:n nilt. :fro. ro.il'!' (''''L 7Cl'l'·ro.'} fuA 

~, ,}.'If.~7.c; ro.(I"\,;:I·"'1 h ,}.'l,e lf"/· (JDolJhA If'<;'Cl:rlA ro~? hlf'~ .~ '1 '£" hU'(\1: 

{,'}'9"UC')' " '*"'1.). ro,il'!' (l'}7\~'C'7i ('{'+';'m "'~Ni' 1\1' ~I\A? M"'}il " · 7" ~,~° al. 

M .I\<;'ro. ~t\<} {'nom ~{7DM'-rlA? 
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6. n.·Y·:;:· flV.em;J ·'/'m. m.fl'l' M" 'fr ;J" fm.·} t\·fl ·(It'lm. h°'l..f'.I'..?"I1)Jm. Nc-n 

nfDrfm. ( hlll7D.I'..·: h;"C'(1 '1 ,1'..<;' m.e?" h-7--'lC ~,;JC) r ,I'..LnrFFm. h~(}<;,')' flt· 

r ·,·'/tt m.e9" nt··,·<;, hl7Dlf'l:/'m. r ·,,'/tt r .I'..LnrFfro. ,,' ·rC].e ~ .), O'/fT]o)- flflt·'fm. 

m.fl'l' rO'/. 7C]:;:m."} fVt\ h'}-'lf .'?:7·'l m.m.;J-O'/ 7, "}-'l.elf'/· l7Df'l'lht\ If<;'C]:}:'.A m.e? 
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