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ABSTRACT

The mal'?? PWPP:W of this S{ udy was to investigate factors that affect women's participation in
leadership posmon.'s at Ac{dzs Ababa University and identify possible strategies that can be used
to enhance women s participation. A descriptive survey design was used to conduct the study.
Data were collected from six colleges of the University using questionnaires, interview guides
and document analysis. Both qualitative and quantitative data analysis methods were applied.
The participants included 98 females and 24 males. The respondents were selected using
stratified random sampling and purposive sampling methods for both the women and male
managers. The findings from the study suggested that in Addis Ababa University women's
participation in key decision-making positions is still minimal. The finding showed that the
major factors that hinder women's participation in leadership and decision making positions in
the University are various and observed interrelated. In the university only one women has been
appointed as vice-president position in the past 60 years, there are no female deans of colleges
out of 14 positions, and out of 46 only two women were serving as deans of faculties. The study
further revealed that, of the forty one directors of the institutes in the university only two
women have gotten the chance to be a director, and of the ten heads of research in the
university no female were assigned as a directors. According to this study there are several
factors at the personal, institutional, socio cultural and family factors preventing qualified
women from ascending to senior positions in university. At the personal level such factors like
lack of confidence and, at the institutional level political appointments and unclear promotion
criteria, in case of social factor men get social support than women and dominance of male
networks and  alliances, in case of family  related cases lack of
Psychological/intellectual/emotional support from family were among the major ones.

Key words: Women's participation, women in leadership
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Chapter One

1. Introduction

This chapter included to background of the study, statement of the problem, objective of the

study, significance of the study, delimitation of the study, limitation of the study, definition of
the key terms and organization of the study.

1.1. Background of the Study

Over the decades, issues concerning women have taken new dimensions and received varied
treatments by United Nations and its specialized agencies. The principle of equality of men and
women was first recognized in 1945 in the United Nations Charter, and subsequently in the
Universal Declaration of Human Rights (1948). In spite of the international declarations, of
which Ethiopia is a signatory, affirming the legal rights and equality of men and women
available literature shows that women still constitute a disproportionately small percentage of
those participating in public decision making. According to (Amanda Bullough) leadership can
be defined as the ability of an individual to influence, motivate, and enable others to contribute
toward the effectiveness and success of the organizations of which they are members. But in
most patriarchic societies, females are regarded as the inferior of the species. Because of this,
women are denied access to both honored and utilitarian role open only to males. Such roles as
administration and disposal of property, leader ship roles in societal affairs including religion and
governance are exclusively belong to males. Even the right of choice in respect to entry to
conjugal union is denied to women. While it is known that such discriminatory practices exist in

these countries, their prevalence and cultural value systems and norms that perpetuate them are

not adequately understood.

Sustainable and all around developments of a society cannot be brought about without the full
and unreserved participation of both woman and man in the development process, and such a

balanced development should also call for the elimination of all forms of discrimination, and the



protection against all forms of violence against women. According to WB (1998), although
women constitutes two third of the world’s working hours, produce half of the world’s food and
above all, bear and rear children, women continue to suffer from all forms of discrimination and

from the absence of adequate protection against violence (WB,1998:137). It is true that women

are disproportionately represented in lower-level corporate jobs and may feel less comfortable in

work and training settings because of their token status (Endale Alemu Hora ) The reason might

pe because of their qualification as Shakes haft pledged on her research lower female education

leads to fewer women teachers and role models and eventually fewer female

administrators (www.un.org.)

The constraints on women are multi-faceted. In addition to the factors, there are also deep-seated
cultural factors and associated male attitudinal issues, leading to/reinforcing female lack of
confidence and self-esteem. (ESDP III, Dec. 2006). The perception of the school community is
distorted that leadership is attached with maleness whatever his ability and skill is. A male leader
may be viewed as goal oriented, a woman as overly ambitious; a man is described as zealous, a
woman as highly emotional; a man is seen as a clever negotiator, a woman as manipulative
(Reinarz, 2002, cited in Jennifer, 2011). Moreover Reinarz asserts that; gender labeling is only
one of many problems encountered by women in administrative ranks. Other challenges for
women include a negative institutional climate, patriarchal leadership, an absence of peer
mentoring and networking, a lack of understanding of the unwritten rules of campus culture, and
the need to develop a professional communication style (Reinarz, 2002 as cited in
Jennifer,2011). In the context of Ethiopia, affirmative action works mainly at the entrance exam
of from first cycle secondary school to preparatory and from preparatory to university entrance,
to balance the number of male and female students. This helps to some extent to encourage
women upgrade themselves in education. However, after they graduate the access to occupy the
leadership positions is left to male graduates (Astrojournals.com/manuscripts) the breakdown of
the federal government employees by occupational groups also indicated gender disparity and it
is quite discouraging. From federal government employees found in the clerical and fiscal type
of jobs 71.3 % were female, while the percentage of females was slightly more than half (51%)
in custodial and manual type of jobs. Women make up 25% and 18% of the administrative,

professional, and scientific job categories, respectively, indicating that men (Federal Civil



Service Commission (FCSC), 2005) overwhelmingly dominate upper and middle level positions.

This concentration of women in the informal sector and low-level positions has implication on

their eamnings. In this regard, the survey by FCSC, 2005 (UNFPA,2005) showed four out of ten
women civil servants earn Birr 300 a month compared to two out of ten for men.

women receive little or no encouragement to seek leadership positions, while men were
encouraged to enter administration to a greater degree than women do, despite the positive
perceptions of principals toward female capabilities. This lack of encouragement exists even
though women who get doctorates are more likely than men to desire an academic career, but are
not being hired at equal rates (https/thesis.cur.nl/pub/8741) the other reasons for under-
representation of women are due to different barriers, which are visible and invisible. Women in
leadership confront barriers or obstacles that men do not realize exist. Some myths suggest
women cannot discipline older students, particularly males; females are too emotional; too weak
physically; and males resent working with females
(Unesdoc.UNESCO.org/images/0013/001322). Compared to men, women in Ethiopia are clearly
in a disadvantageous position in all respects; they benefit less from social services and hold
inferior positions in all economic, political, social, and cultural affairs. For example, statistics
show the existence of more illiterate women than men (51% men and 66% women) and women
are less represented at all levels of education, especially in higher education (MOE, 2007). In
terms of their population, the number of literate women is higher than that of men. Hence, it is a
nightmare to expect balanced number of male and female leaders particularly at secondary

schools where few female teachers are found.

Regarding employment, data from the Federal Civil Service Agency (FCSA) on federal
government employees shows that women occupy only 18.3 per cent of all professional and
scientific positions, and 25 per cent of administrative positions, indicating that the upper and
middle level positions in the civil service are still overwhelmingly dominated by men. According
to the same source, women hold 71 per cent of clerical and fiscal jobs and 51 per cent of the
custodial and manual jobs (www.ijpsy) This is true that even in Addis Ababa weigh against other
cities of the country which is the seat of different world and African institutions, still the

community’s attitude towards women capability and skill is low. Moreover, the community is



expected that are civilized than other town of the country because of the exposure the
contemplation is yet not changed. According to the census of Central Statistics Agency
population of Ethiopia holds 73,750,932 and from this the number of male and female is almost
50/50 percent, (male, 37,217,130 and female, 36,533,802) (CSA, 2007). Adult education is
particularly important for the achievement of MDGs and EFA Goals. CSA report (2011)

indicates that 17,761,565 adults were literate. Of these 6,870,985 (34.46%
10,890,580 (59.56%

) were females and

) were males. Having such type of gap it is doubtful to expect equal
representation of female at management and leadership positions with their male counterparts.

Still recent time women remain under-represented in educational leadership in most developing

countries, of which Ethiopia in East Africa is one. Moreover, this makes sure that existing data
of women at leadership positions of secondary schools in Ethiopia particularly in Addis Ababa
suffers from a more pronounced under-representation. Statistics generated by the A.A. Bureau of
Education in 2005 E.C (2012/2013) indicates that only 3.17% of the school principal and 11.11%

of Deputy Principal of secondary schools in Addis Ababa are women.

The Ethiopian government declares and ratifies different conventions like the CEDAW (1981),
which could help women to enjoy equal rights in the areas of education, health and employment,
the Beijing Platform for Action (PFA, 1995) which deals with twelve critical areas of concern:
poverty, education, health, violence, armed conflict, the economy, power and decision making,
institutional mechanisms, human rights, the media, the environment and the girl child. Along
with the government adopted the Program of Action (POA, 1994), which constitutes the
woman’s rights to health; empowerment, gender equality and elimination of all forms of violence
against women were among the principles in the program. In addition to the international
conventions the government lay down different national proclamations and programs starting
from the country (minister) level up to the smaller units, woredas (kebeles) level. However, the
alteration in participation is still sluggish. As Colman, (23 Sep. 2003:17), confirmed on her
findings, “Despite equal opportunities legislation and a profession that is numerically dominated
by females, women are still at a disadvantage in becoming leaders. Although there is a trend of a
slow increase in the proportion of women leaders, there is not a dramatic change.” Each country
should strive for gender equality to give women the same rights, responsibilities and opportunity

as men. Unless, countries are losing a huge amount of resources that is almost 50% of the human



resource, which comprise the female population, like Ethiopia. Women-specific activity, which

is closely linked to gender mainstreaming, is the creation of opportunities for female employees

o upgrade themselves and take up decision- making positions by enrolling in formal education

programs using funds from the Ministries as well as other donors (

www.indiaeucationstat.com/)

Ethiopia is party to all major human right treaties including the most important women’s
conventions, i.e., CEDAW which calls for equal participation of women in public decision
making, Beijing Declaration and Platform of Action (BDPA), which requires governments to
attain a 30%benchmark for women’s representation in all public decision making positions.
Moreover, various literatures argue that as compared to prior decades, the participations of
women in decision making throughout the world are somehow increasing. But, in spite of the
incremental progress towards women’s participation in public spheres, it is generally recognized

that women have largely remained outside of formal leadership roles due to various factors.

Accordingly, as it was stated by www.academia.edu/4214377) . the main factors which have

contributed for such disparities include: structural barriers, unequal socio-economical
opportunities, and inadequate access to mentors and support networks . Furthermore, the same
source depicted out that rigid work place structure and gender stereotypes that relate socially
defined characteristics with certain groups in most cases also dissociate women from leadership
roles’. The importance of such research the bases of the idea that attitudes toward women in
leadership affect women’s participation in leadership, and in turn, women in positions of
leadership engage in policies that positively affects women (Roslin Growe). This reciprocal
effect furthers the process of gender equality in the work force, and promotes an environment
where women are supported to move into autonomous and independent activities. This process
gradually leads to further acceptance of women in business or political leadership. Traditional
and persistent barriers have been shown to hinder the active pursuit of women to obtain positions
of leadership (Hae Young Shin)); this point is not contested here and is respected as a foundation
of the field. It is proposed here that with the globalization of business practices, opportunities,

technologies, and cultures, women face new and different challenges that vary depending on the

context of the environment in which they operate.



\Different studies and literatures substantiate that, now day’s great numbers of female students
are joining the higher education and being graduated. In the same case after marriage some

women continues their education even having (bearing) children to upgrade them by defeating

the challenges they faced. However, most of the educated or graduated females are not seen to

take the higher positions of leadership as their equivalent male ones even if having the

opportunity to be a leader. Shake shaft strengthens this idea “Women still do not fill
administrative in proportion to their numbers in teaching or in proportion to those who are now
trained and certified to become administrators” Shake Shaft et al.(2007:104). Hence, the aim of

this study is to identify factors affecting female participation in leadership position at Addis
Ababa University.

1.2. Statement of the Problem

Women comprise about half of the estimated Ethiopian population (CSA, 2007). Among the
total heads of households, 25.5% are females with 23% of them in rural and 39% in urban areas
(ibid.). Like their counterparts in developing countries, women in Ethiopia face sets of multiple,
cross cutting and interrelated problems especially in pastoralist area. In the same manner the total
number of academic staff in Addis Ababa University is 2691, of which males (2290) account for
85.10%, while females (401) comprise of (i.e., 14.90 %.)This shows that the proportion of
female academic staff is very low. These problems limit Ethiopian women’s access to
productive resources, basic health services, and educational and employment opportunities.

Hence most of them do not participate in decision making processes.

In the same way Women occupy low status in the society, in spite of their contributions to the
well being of their family and community affairs in general, women experience lower socio-
economic status as a whole and hence are marginalized from making decisions at all levels.
Women facing multiple forms of deprivation, gender based discrimination, lack of protection of

basic human rights, violence, lack of access to productive resources, education and training,

basic health services, and employment.



Research conducted on status of women a leadership states that the reasons for under-

ion of women are: the sociali ion and
(< I'CSCIltatl . 001ahzan 3 2 5
P Il stereotypmg, internal barriers such as one’s

lack of confidence, lack of competitiveness, and fear of failure. Women’s lack of confidence was

more to do with unfamiliarity with the territory than a lack of faith in their abilities. The other
concern is the culture and traditions affecting the ways in which women can operate with the
society (Christine R.Gedney) Some works also indicate that lower female education leads to
fewer women teachers and role models and eventually fewer female administrators (Jackobish,
2012). Under representation of women is not only of Ethiopian concern. It is also international
problem. The constraints on women are multi-faceted. In addition to the factors mentioned
above, there are also deep-seated cultural factors and associated male attitudinal issues, leading
to/reinforcing female lack of confidence and self-esteem (ESDP, Dec. 2006). Gender-linked
inequalities within an organization are products of historically constituted practices within
society at-large. They do not arise out of nowhere. They have to be renovated through practice in

order to improve gender relations within organizations.

Ethiopian women suffer from work stereotype and gender distribution of labor, and more occupy
economically invisible work are widespread. Women experience lower socioeconomic statuses
in general and hence are marginalized from making decisions at all levels. Nonetheless, women
are poor in terms of access to resources, services and employment. Women are underrepresented
in the formal sector of employment. Moreover like other higher education in the country in
Addis Ababa University, there is underrepresentation of women, but there is no recent study that
attempted to investigate factors responsible for the existing gap between women and men in
leadership position in the University. Considering the percentage of women employees from the
total number of employees by employment type, the highest was in domestic activities and

followed by unpaid activities.

From the above findings the researcher observed that the participation of women in leadership
position of governmental and nongovernmental organization is insignificant, therefore I believe
that further research should be conducted in national level if it is possible to improve the existing
situation, in order to do this the researcher decided to start from her working place. Hence, the

main objective of this study is to identify factors that affect women participation in leadership



position of Addis Ababa University and will propose solution based on the finding of the

research to improve their participation and narrow the existing gap. More specifically
) guided by the following basic questions, |

is the » Vs . .
1. What is the current status of females participation in leadership positions at Addis Ababa
University?

the study

2. What are the major factors that affect females’ participation in leadership position at

Addis Ababa University?
3. Is there any difference between female status and male in their participation in

leadership position in Addis Ababa University?

1.3. OBJECTIVES OF THE STUDY
1.3.1. General Objective

The overall objective of the study is to identify factors that affect women participation in
leadership position of Addis Ababa University.

1.3.2. Specific objectives

I. To examine the current status of women participation in leadership position in Addis Ababa
University.

2. To identify challenges that affect females® participation in leadership position in Addis Ababa
University.

3. To identify the institutional policies and practices that governs recruitment, appointment and
promotion of university managers and how these, in turn, affect women’s participation in
university management;

4. To suggest possible strategies that can be used to enhance women’s participation in university

management in Addis Ababa University.

1.4. Significances of the study

It is believed that the study will benefit women working in A.A.U.

This study will encourage women to participate in leadership and to bring about changes of
perception of society. The entire policy makers may use the findings of Bugdp e iens

change their attitude towards women and their role in participating in leadership and decision



making activities. All stockholders wil] see the need of incorporating women in decision making
activities and hence improve the living standard of their nation

1.5. Delimitation of the study

This study is delimited to Addis Ababa University’s main campus, Science College, Technology

Faculty, Business Faculty, Health Faculty, Building College and Veterinary College. The scope

of the study was on the level of women participation in leadership and decision making in Addis
Ababa University. However, as stated earlier this study focuses on examining the major factors
that hinder women participation in the leadership position in Addis Ababa University and also
the study will be conducted only through questionnaires, survey and focus group discussion on

the target group.

1.6. Limitations of the Study
In conducting this research time, finance and related resources are the major constraints of this

study in addition to the willingness of the respondents to give the proper attention for the

research. But I apply all the possible mechanisms to overcome these limitations.

1.7. Definitions of Key Terms.

For the purpose of clarity and constancy in the study the following terms carry the perspective
operational definitions given below.

Glass ceiling: is a term coined in 1970°s in US to describe the invisible artificial barriers, created
attitudinal & organizational prejudices, which block women from senior executive position
Leaders (Michelle Kaminski) defined leaders as individuals who provide vision and meaning for
an institutions and embodies the ideas towards which the Organization strives.

Management: The term in the study means any person charged with the responsibility of
planning, coordinating and directing people, a department or an organization, in this case a
university,

Participation: The term is used in this study to refer to the provision of equal opportunity to

women to take part in the leadership and decision making and management of higher education



institutions. It implies quantitative and qualitative participation of women in university
management.

gtrategies: The term is used to refer to ways and means that can be used to improve both
quantitative and qualitative participation of women in university management. They include
formal (€.8. institutional and government policies) and informal (networking, open campaigns).
Sex role: - sex roles are a set of behaviors or characteristics that are standard for each gender in a
society. Sex role stereotypes are widely held beliefs about those behaviors and characteristics.

Underrepresentation: 1s a term used to describe the disproportionate (that is, too small or none)

representation of women in educational leadership.

1.8. Organization of the study

This study is organized in to five chapters. Chapter one refers to background of the study,
statement of the problem, objectives of the study, significances of the study, delimitation of the
study. Chapter two consists of the review of related literature. Chapter three deals with research
design and methodology. The fourth chapter deals with the presentation, analysis of data
collected and interpretation of data. The fifth chapter presents summary of the findings,

conclusions and recommendations of the study.

[0



Chapter Two
REVIEW OF RELATED LITERATURE

2.1. GENERAL SITUATION OF WOMEN IN ETHIOPIA

Women comprise about 49.9% of the estimated Ethiopian population of 77.1 million (CSA,
2007). Among the total heads of households, 25.5% are females with 23% of them in rural and
39% in urban areas (ibid.). Like their counterparts in developing countries, women in Ethiopia
face a set of multiple, cross cutting and interrelated problems. These problems limit Ethiopian
women’s access to productive resources, basic health services, and educational and employment
opportunities. Hence most of them do not participate in decision making processes (Karima
Merchant) In general; Women in Ethiopia occupy low status in the society. In spite of their
contributions to the wellbeing of their family and community affairs in general, women
experience lower socio-economic status as a whole and hence is marginalized from making
decisions at all levels. Women are facing multiple forms of deprivation. Gender based
discrimination, lack of protection of basic human rights, violence, lack of access to productive
resources, education and training, basic health services, and employment are widespread

(National Committee for Traditional Practices Eradication.

Ethiopian women suffer from work stereotype and gender distribution of labor, more are occupy
in economically invisible work. Women experience lower socioeconomic status in general and
hence is marginalized from making decisions at all levels. women are poor in terms of access to
resources, services and employment. Women are underrepresented in the formal sector of
employment. The survey conducted by the Central Statistical Authority (CSA, 2004) showed that
women account for less than half (43%) of the total employees in the country. Considering the
percentage of female employees from the total number of employees by employment type, the
highest was in domestic activities (78%) and followed by unpaid activities (59.3%). In other

types of formal employment (e.g. government, NGOs, private organizations), the percentage of
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female workers Ts less .than 35. On the other hand, the survey showed overrepresentation of
female workers 1n the informal sector. About 58% of working women work in the informal
sector whereas the percentage of working men in the informal sector was 37.7 % (ibid). The
preakdown of the federal government employees by occupational groups also indicated gender
disparity. From federal government employees found in the clerical and fiscal type of jobs 71.3
o, were female, while the percentage of females was slightly more than half (51%) in custodial
and manual type of jobs. Women make up 25% and 18% of the administrative and professional
and scientific job categories, respectively, indicating that upper and middle level positions are
overwhelmingly dominated by men (Federal Civil Service Commission, 2005). This
concentration of women in the informal sector and low level positions has implication on their
earnings. In this regard, the survey showed four out of ten women civil servants earn Birr 300 a
month compared to two out of ten for men (Federal Civil Service Commission, 2005). Generally,
regardless of women’s immense contribution, they often lack productive assets particularly land,
and are underserved with agricultural extension, credit, labor, oxen and farm implements.
Women'’s representation in the permanent employment of both regional and federal civil services
is also lower than men; in comparison to the large number of unemployed women. The increase
in the number of women employees over the years is insignificant. Women’s employment in the

formal sector both in industries and the Civil Service is lower than men (NCTPE, 2003).
2.2. Leadership and Power

Power refers to ability to control in such a situation (circumstances) when other human beings
must obey and do what the duty requires. power is the ability to impose one’s will in social
relations despite any resistance and without reference to basis of this opportunity. Political power
is a definite aspect in relations between large social groups (subjection, cooperation and social
partnership). The exercise of political power is related to needs, interests which are complied
with and implemented in social groups. The term “politics” refers to the exercise of power. It is
used to describe the key interests of social groups, citizen participation in state duties and also to

characterize the main directions in the operation (economic, national, social, cultural etc.) of the

State and parties (Murnieks 2003).
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In any society individuals play some roles, and one of such is the role of a leader. Usually a
leader 1S the one who bears the biggest responsibility; it is the most powerful role in an
organization (Nan ChinTiao). The most common opinions about leaders are that they deal with

everything and give directions: leaders have power, all the gains and pursuing an objective is

only an object of interest of a leader (Www.social watch.org). Other employees are called

followers, even if they are leaders of a lower group or fulfill some duties of a leader. The concept

of leadership involves relationships deeply rooted in social settings (D.A.charya) requiring
leadership theory and research to integrate leader attributes and behaviors within contextual
aspects of leader emergence and effectiveness (Colin Brock, Nadine Cammish). According to
(Daniel Kasmo) Leadership can be defined organizationally and narrowly as “the ability of an
individual to influence, motivate, and enable others to contribute toward the effectiveness and
success of the organizations of which they are members. Organizationally, leadership has a direct
impact on the effectiveness of costs, revenue generation, service, satisfaction, earnings, market

value, share price, social capital, motivation, engagement and sustainability.

Leadership is even used as a universal means for any social problem. Leadership exists only in
relationships and perception of employees involved (Abdi SheikhMohammed). In order to define
leadership it is of major importance to understand relationship (Betty j .Jefferson). Leadership is
a process when one individual affects the rest of the group in order to achieve defined aims of an
organization or a group (T.M.O.Ayodo). An idealistic opinion of theoreticians on the
phenomenon of leaders would be as follows: leaders must be able to guide and paint the vision
with confidence, and everyone must be ready to believe that this leader is able to achieve the aim
(Carole K.Adair). Most often this role is executed by men. Leadership should not be mixed up
with status. It is not quite like that status stands apart from a leader, however very often position
brings along only symbolic values and traditions which do not increase the role of a leader
(Celilia Titiek Murniati). For example, a nation awaits a manager to govern the State, yet his/her
high position does not imply that his/her leadership is going to be successful. Status is a value,

importance or a prestige attached to a position or a role in an organization.

Leader is not the same as a manager, although these two notions get confused. Different role of a

manager and a leader may be explained with an example of autharity. (Celilla Taicke Mo
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ional recognition, namely, if | . ) -
option g y eadership loses its legmmacy, the ability to manage is lost as

well. Obedience to leadership is more optional than forced Nan

planning, organizing and controlling, while leadership inc]

formation of relationships (Susan Lee Loomes), Managers pro

ChinTiao defines governance as
udes creation of a vision and

| mote stability while leaders head
for innovation, press for change and find motivation in their employees to complete their tasks

For example, Amanda Bullough) finds that Mmanagers do things right, but leaders do the right
thing.

2.2.1. Women and leadership

Under-representation of women in positions of senior management within Educational
[nstitutions continue to be a matter of concern, particularly as the teaching force is largely
dominated, by women (Gidudu Hannah Lunyolo, T.M.O. Ayodo, etal). Much literatures
concerning women’s educational leadership starts their investigation women are under-
represented at educational leadership, educational leadership positions are overwhelmingly
dominated by men so on. All in all educational administration is dominated by men but in the

context of Ethiopia even the teaching force is highly dominated by men as we go up the ladder.
2.2.2. Qualities of women’s leadership

Good school administration is more attuned to feminine than masculine modes of leadership
behavior. Female attributes of nurturing, being sensitive, empathetic, intuitive, compromising,
caring, cooperative, and accommodative are increasingly associated with effective administration
(Carole K.Adair) Literature stated that women who are already at ladder of leadership use their
power properly to improve an organization (Abdi Sheikh Mohammed); strengthens this “the
other quality of women leaders is the method in which women use the power they have is
different. Women use power to empower others. They base this on the notion that power is not
finite but rather expands as it is shared ((Carole K.Adair). In addition to Conner ;( Celika

Tikiek)research provides (1986) as cited by Patricia, insight into the behavioral leadership skills
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implementation of a team-based approach rather than ap authoritarian style approach

wﬂ)_ci;al watch.org)

Female leadership tends towards a style defined as “Interactive leadership” (Roslin Growe) that

involves: encouraging participation; sharing power and information, enhancing peoples self-

worth; changing self interests for an overal] good; relating power to interpersonal skills; and

believing in better performance when feeling good (Christine R.Gedney). ( Danie Cassidy );
stated that by citing, (Michelle Kaminski), "the difference between men and women in their
performance is that women involved teachers, superiors and outsiders in their work while men
tended to make final decisions and take action without involving others.” A number of global
and regional conventions that focus on gender equality and women’s empowerment have been
endorsed by the general assembly of the United Nations (UN) and the Organization of African
Union (AU), and other regional organizations. Gender issues here give background to the more
specific issue of female leadership in the education system of Ethiopia. Furthermore to make it
practical gender mainstreaming is used as a tool. Gender mainstreaming is the process used
integrates gender issues throughout all policies, strategies and programs, in order to effect real
change. Gender mainstreaming considers the relationships between women and men, in
particular their access to and control over resources, decision-making, benefits and rewards in
society. It is a globally accepted strategy for promoting gender equality (FDRE, MOE 2013). It is

the better way to achieve equality between women and men at representation of leadership.

22.3. Gender Associations of Leadership
Seialization and culture influence perceptions of women‘s leadership qualification and

effectiveness explored the mental associations of leaders based on gender, noting that gender

Prejudice aligns with social constructions of masculine and feminine based on cultural

A



antage. Women who are

feminine may be perceived as less competent, causing a —double bind of mutual exclusivity

petween the two, creating a delicate balancing act. For example, Hillary Clinton, who is often

dismissed as being too masculine in her leadership behavior, has also been criticized for

‘ showing
emotion, such as during the 2008

New Hampshire primary when she teamed up during a

question and answer session. Cultural expectations also contribute to the notion that women
should be polite in every situation. F urthermore, when an Incongruity exists between gender role
and leadership role, prejudice often results, which may account for why it is more difficult for
women to become leaders and achieve success than for their male counterparts.

2.3. Gender and Leadership Styles

The examination of gender‘s impact on leadership style is another area that has been widely
researched. Much of this research was conducted on the more common distinction between task-
oriented styles (or initiation of structure) and interpersonally-oriented styles (also labeled
consideration), and the dimensions of democratic versus autocratic (similar to the dimensions of
participative and directive). Previously,(T.M.O.Ayodo) cited in Gibson (1995) conducted a
meta-analysis of gender and leadership style that examined studies comparing men and women
on task and interpersonal styles as well as democratic and autocratic styles. Evidence was found
for both the presence and absence of differences between men and women. While the authors
concluded that the overall search for sex differences in leader style was not demonstrated,
significant gender differences were reported in the use of democratic or participatory styles of
leadership. Their research revealed that women leaders are less directive than men.

The study of (Susan Lee Loomes) on gender and leadership styles of Roman Catholic Church
shows that both women and men leaders were rated to exhibit more transformational leadership

behaviors than transactional leadership behaviors. However, women leaders were rated to exhibit

siSniﬁcantly more transformational behaviors than men leaders and men leaders were rated to
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i women may f: - i
Addit onally, Yy 1avors a transformationa] leader style because it provides them with a
means of overcoming the dilemma of role incongruity—namely, that conforming to their gend
> cr

ole can impede their ability to meet the requirements of their leg

13.1. Gender Inequalities in the Work Place

der role.

Because work defines an individual’s place in society social standing, life style, prestige, and

respect it is not surprising that many of the battles for gender role liberation have been fought in

the work place. And the reasons for the battles are many. Historically, women have been kept out

of many areas of employment. Women earn less than men in nearly every occupation. Defector
vertical and horizontal occupational segregation of the work force keeps most women in a few
low-paid occupations, while men have access to a wider variety of jobs. Occupations with a high
percentage of women and minority workers are likely to have a high percentage of low-wage

workers. Even in the face of unemployment, women fare worse than men (Betty J.Jefferson).

Although both women and men have always worked, the traditional division of labor in
industrialized societies has mandated that they work in different spheres: women in the private
sphere of the home, men in the public (and paid) sphere of employment outside the home. Until
very recently, when women ventured into the world of paid employment they were automatically
relegated to low status, low-paid jobs. A strong factor in the maintenance of the division of labor
along gender lines has been discrimination. Sex discrimination has been manifested in a
tendency to pay women less than men for the same or comparable work, to evaluate women's
work performance less highly than men‘s, and to give preference to men over women when
hiring. Some research suggests that men also can sometimes be the victims of sex discrimination
in evaluation and hiring when the job is defined specifically as female appropriate. Legislation
has been introduced to counteract sex discrimination in hiring and to promote pay equity
between women and men. Although these legislative approaches have solved some problems (for

instance, by making it more difficult for employers to practice obvious sex discrimination), they
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responsibility; the consequent stress, fatigue, and time pressure may well limit their capacity to

eces i
qgke the steps necessary to move out of female-dominateq Occupations. However, research

indicates that both women and men benefit when they take on a balance of occupational and
family responsibilities. A small but growing minority of two-career ¢

. - ouples are dividing family
rasks more equitably and trying to pl

ace equal priority on the careers of both partners. Under
pressure from such people, some employers are beginning to make structural changes that

acknowledge and allow for the family responsibilities of thejr employees (Hae Young Shin).

A third barrier to gender equality in the workplace has been the emphasis on sexuality in male-
female relationships. Concern over the development of sexual liaisons at work has been the
reason sometimes voiced for resistance to the integration of women into male-dominated
occupations. Some people have little practice relating to members of the other gender on an
equal footing, in ways that are task-oriented and business like, and they fear the necessity of
doing so. When sexual liaisons do develop between people at work, problems sometimes result-
and those problems can lead to job loss for the member of the couple (usually the woman) who
has the least seniority. Moreover, sexual harassment is a common problem in the workplace,
especially for women, and even more especially for women in token or —pioneer| positions.
Such harassment can serve to keep the gender-based division of labor in place by forcing the

victims from their jobs or interfering with their job performance (Nan- Chi Tiao);
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. ie recommended ' St ge
Roslin Growie that women's participation in higher education management could

enhanced through such strategies as mentor
. Ng, wWomen's self-empowerment by believing in

emselves, and building confidence in selling themselves to get noticed and build credibility

The position attained by women in higher education Mmanagement is influenced by a number of
factors. Of greatest importance among these are the existence of a pool of formally qualified
women, the socio-cultural and psychological barriers preventing women from pursuing academic
careers and assuming managerial roles, and the attitudes in the higher education system,

especially of the academic community towards women’s access to such positions in higher

education institutions.

Kamau (2001), in her study of one private university in Kenya on the status of women and
management in higher education, sought to find out what factors, besides research and
publication, prevent women from rising to senior university management as much as their male
counterparts. Accordingly, her findings indicted that lack of policy and practice aimed to
encourage women to aspire for senior positions was the main hindrance for the women in that
university. She also uncovered that women were subjected to pressures and experiences not met
by men. These pressures included feelings of isolation, strain in coping up with stereotypical sex
role. Factors Affecting Women’s Participation in University Management in Kenya 11 and the
whole experience of pressure from institutional and societal cultures that are not supportive of
Women. Her study was very important in identifying some of the factors that affect women’s
Participation in university management. The present study has expanded the sample size and
fried to find out if the factors identified by Kamau (2001) were being experienced by women in

the other universities. Lodiaga and Mbevi (1995) in their study conducted in Kenya revealed that

' y % . d
there were several causes for under-representation of women in positions of authority an
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responsibility_ These were deep-rooteq traditional/cy]

; tural and attjyd; :
poth the employers” and employees’ attitude, inclyg; tudinal concepts that influence

n ?
€ Women’s self-concept to be dominated.

fhese

as role models in positions of authority and

responsibility; flouting of recruitment and promotion procedures, attitudes of principals and

heads of departments to women employees, domination of the professional/decisi

B on-making
body by males, intimidation, and uncomfortab]

¢ working environment due to gender and
occupational segregation in task assignment,

Nzomo (1995) contends that the socio-cultural beliefs and myths about the role of women in
society are the major determinants of women’s failure to advance to top management positions
both in the public and private sector. The other factors, in order of their importance, are
inadequate formal education and training, absence of strong women’s movement and
networking, and absence of government legal and policy framework to support women’s
advancement. Indeed, as the study has shown, women unlike men face a number of barriers in
their career advancement, some of which are found within the institutions while others are

external.

15. Strategies that Can Be Used to Enhance Women’s Participation in University

Management
Various strategies have been formulated to increase the participation of women in education,
dCCiSi0n~making and development activities in general. Global strategies are outlined in the

Nairobi Forward-Looking Strategies for the Advancement of Women (1985) prepared during

then United Nations Decade for Women in 1985.



working hours, and reviewing of recruitment and Promotion policies in higher edu

. cation. (Poskitt
1998; UNESCO 1994; Dines 1993), : l

sirategies specific to Kenya are given by Nzomo (1995) who suggests that there is: the urgent
. o

need to establish programs combining gender sensitization, legal awareness raising and civil

education of both women and men, with a view to eradicating retrogressive socio-cultural

attitudes and values, as well as democratizing the Kenyan society. The study underscored the
importance of women’s self-empowerment through their own organizations and through more
effective networking that cuts across class, political and socio-economic divides (Nzomo 1995,2)
The reviews so far have shown that women are indeed under-represented in university
management in Kenya and other parts of the world as well. Several factors have been identified
as affecting women’s participation in university management both locally and globally. A
number of strategies of remedy have also been proposed. As such, the present research becomes
duly important as it investigates and throws light on whether any and of the interventions has

been put to use.

1.6. Women and Leadership in Ethiopia

A woman is an adult female human being, as contrasted to men, an adult male, and a girl, a

female child. The term woman (irregular plural: women) is used to indicate biological sex
oth (Roslin Growe). Ethiopia is a patriarchal

distinctions, cultural gender role distinctions, or b
idy) Asian Journal of Humanity,

Society that keeps women in a subordinate position (Diane Cass
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decision makin
oen minimal. Obviously, g processes has

women pl i g :
playa yiial roleiinithe community by taking care of all societal

activities. However, they do not enjoy the fruits of their labor and suffer from political

economical, societal, and cultural marginalization, Although there are many women who have
played important political and leadership roles in the history of Ethiopia, only few are visible in
the existent literatures .The same source has indicated that women have played important

political roles mostly by wielding proxy power through birth or marriage.

In support to this idea, (Report of the expert group, Addis Ababa, Ethiopia) stated, in Ethiopian
history, women did great contributions in both out and in door activities especially in battles and
other activities. They have been actively participating in rural area in agriculture, commercial,
undertaking reproduction and social responsibilities. However, their misfortunes of living in the
shadow of men have hidden from view such highly notable performances. They have been
forced to lose confidence in themselves and so have been unable to act on their own action

directly concerning themselves.

Literatures describe that even if women’s formal participation in the highest leadership position
was formally closed, it is documented that throughout the world, women had played critical roles
in times of wars and peace as community organizers and activists. Above all, for instance, un
Ethiopian Women history, contributions and brilliant leadership role which have Emperor
Minilik’s (1877-1913) first formal wife, Bafena and second legal wife Empress Taitu had played
is unforgettable history and comes first when one talk about Ethiopian women contributions. For

iI‘Stance, Taitu was acted as the chief advisor of Emperor with particular influence in the area of

foreign relations. She holds high profile in the history for patriotism and uncompromisingly

Pursuing Ethiopia’s independence. These historical facts make it clear that despite their
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ihe highest policy making body of the nation, though it may seem increasing from time to time, it

is still minimal, according to the information gained from international Parliament Union (IPU)

in 2005 National election women accounts 21.3%, where as in 2010

qumber has increased to 152(27.8%

national election, their

) out of the total 547 seats of HPR members, with compared

o Rwanda (56.3%), and South Africa of which they accounts for 44.5% and others

(hﬁp;//www.ipu.org//mnn-e/classif.htm).

2.6.1 Acceptance of women’s authority

(Reinharz) The Education Department tried in 1994 to achieve greater gender equity by
appointing women in senior posts, but within 6 years all these women had left the Department.
Through interviews with these women she tried to find out what the problems were that these
women experienced. They all agreed that acceptance of their authority was a problem. Why do
other people not accept the authority of women? Is it due to biased perceptions caused by factors
such as traditional belief? Other writers (Michelle Kaminski) tried to justify that these biased
perceptions as extrinsic factors for women to advance into and achieve in managerial positions.”
((D.A.Charya) also emphasized that a women manager will use a different management style
when dealing with authority and delegation. It seems that women do experience problems with
authority but not because of their sex alone, but because there are so many bias perceptions,
prejudices and stereotyping of women in management positions (cited by T.M.O. Ayodo ,).
Moreover men and women are generally not prepared to work under a woman because they feel

that the moment a woman becomes a manager she has lost alll heg ety U CRREa e

Gedney).
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2.6.2. Strategies to advance women’s career

There is great interest in educational leadership in the carly part of the 21st century. This is

because of the widespread belief that the quality of leadership makes a significant difference to

school and student outcomes. In many parts of the world, including Ethiopia, there is recognition
that schools require effective leaders and managers if they are to provide the best possible
education for their learners. However this could be true if ignorance of women educators who are
almost half of the population is removed. In order to exploit the human resources different
strategies, programs and policies are required to save countries lose of assets. Although, the only
setting, policies and strategies is not adequate rather devoting effort to address gender equality
and en-powering women which remains challenging is most significant. This is because of the
deep-rooted nature of the challenge, which depends not only on the actions of government, but
also on changing attitudes and cultural values of the society. These types of changes take a

significant amount of time to evolve and bring society’s consciousness to one level of

understanding (MoFED, 2010).

2.6.3. Barriers to women’s career advancement in leadership

Women are under-represented in educational leadership and different scholarsC) on different
fesearches tried to indicate the problem and give different recommendations. Besides all this,

“Ountries including Ethiopia have signed different conventions and declare different policies
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intema(ional declaration and conventions the Ethiopian government sets educational and train;
nal and training

policy; Transitional Government of Ethiopia,1994,(TGE,1994) stated that education will be

geared towards reorienting society's attitude and value pertaining to the role and contribution of

women in development. One of the major documents addressing women’s rights is the

Constitution of the Federal Democratic Republic of Ethiopia. The Constitution in its Article 354
sates that women have equal rights to those of men in all spheres including education

employment, and access to resources and management of the same. These include rights and
protections equal to those of males. Different scholars categorize barriers of women and Wallace
similarly states as: socialization, structure of career, timing, lack of opportunity, and conflicts
and tensions. (Jan Onsongo) states that among the barriers that hinder women are male
dominance as the main obstacle to women rising to top positions in corporations and politics.
Furthermore, traditional gender roles, still widespread in society, are barriers to women climbing

corporate ladders.

In addition to the above stated barriers women are impeded with internal barriers; women’s
underrepresentation in leadership positions may be attributed also to women’s own decision not
0 apply for promotion in education for a variety of reasons, such as lack of necessary
aspirations, lack of awareness of the promotion system and lack of confidence that they will

suceeed, gender-based socialization, fear of failure, and lack of competitiveness.

%64.Too many tasks and responsibilities



aily and home Tresponsibilities, (place-
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family life — whether current or anticipated — slow women's progress because of both external

expectations and internal accommodations (as cited by Lund, H, 1998).»

Newly assigned married female educational leaders, especially women who are at the age of
reproductive are obliged to carry all the burdens of the house hold in addition to their leading
responsibility. And, Jennifer pointed out that, novice female leaders assume leadership positions
in addition to their roles as mother, wife, and/or student. Each role has its own set of demands
that must be met. The pressure of these demands can sometimes cause stress and force female
leaders to feel out of balance (Glazer R.J.1999). Due to the above reasons they see women in
management as women without children or grown children because their dual duties as mother
and manager will interfere with her work as manager. It is likely that one of the major factors
affecting the differences between male and female’s career experiences are family
responsibilities (Brook A.1997). American women principals in Lad’s (2000) study reported that
their marital status influenced their ability to carry out the responsibilities of the position of high
school principals. Among English principals in (Smulders , A .G.A.) study, only a childless
female principal did not report having problems to achieve a balance between the conflicting
demands intensified by reforms that took place in that country . Even if performing equally with

their male counterparts women are blamed by their natural capability of having a child which is

impracticable by male. gender neutral promotion practice appears o favor men. Women taking

time out during a career for childrearing will rank much lower than male counterparts on the

Seniority scale and thus get offered a leadership position much later in her career. Women had
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265 Socialization and sex-role stereotyping

that male and female are poles apart according their sex. Jennifer states by citing

being a test case for other women, isolation, lack of

female role models, exclusion from male groups and distortion women’s behavior by others in

order to fit female principals in to pr e-existing Sex-stereotypes. They often becomes the focus of
hostility from male teachers (a form of competency testing), and has to work harder to get male
teachers to ,hears her (Reinhaz, S.1992) Cited this understanding that men and women are
socialized to understand and practice management and leadership in certain ways, are perceived
by society to have innate traits associated with them, and that socialization and perception are
specific to socio-cultural settings, has been explored in a number of nationally-situated studies

(Park S.M. 1996)

Moreover, sub-Saharan cultures have historically excluded women from leadership positions and
confined the work of women to the home environment. Researchers have suggested that
excluding women’s input by holding back their involvement in education, leadership, and
financial and social progress has a negative impact on development and society at large (Bond
$.1996 cited for increasing women’s belief and confidence in their abilities, women were found
©0 need moral support and sense of trust from their families as well as extensive mass of

educational programs coupled with conscious efforts to change traditional values (Michelle

Kaminski ),
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371, Few Role Models

The lack of opp.OrtunltY for women to see other women in a variety of management positions, to
hear their experiences, to compare themselves to these managers has been cited as a reason why
women have not moved into administrative positions in larger numbers (Singh J.K.2000) cited
by Leonard, D, 2001). Availability of few female teachers leads to lack of female role models
and confidantes in the school and this creates learning environments in which girls may not feel
panicularly supported, encouraged, or represented. It also means that the activities in the school
inevitably reflect the experiences of the boys and men who dominate. In view of the fact that
there is paucity of women educational leaders it is another challenge for a woman who aspire

educational leadership in Ethiopia particularly in Addis Ababa.
2.7.2. Lack of mentor

Mentoring is an arrangement whereby an individual who has experience and knowledge in a
particular field can actively guide and offer support to facilitate the learning or development of
another person (Jan Onsonjo). As Brook A. 1997 noted, “Often female administrative aspirants
do not recognize that they possess the ability to succeed in a position of leadership. The mentor

plays a key role in reinforcing the mentee’s belief in herself and her abilities.”

Ina study conducted in 2004 by Catalyst, a research and development organization that focuses
6% of female and 52% of male executives reported that having an

ry important success strategy (Mutindi

primarily on women’s issues, 5
influential mentor or sponsor was an important or ve
Mumbua K. 2001). (Jan Onsonjo ) cautioned that lack of mentors is thus the problem for women

piring to move upwards and this could be minimized by getting more women 1n educational
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13 Lack of N etwork

(Martin, 2011). For effective leadership, the only intellectual abilities of 4 leader are not
e no

ssential. Rather, effective leadership requires a leader’s good hetworking with the peopl
eople

.oncemed in different areas; this may be relationships with teachers members of governi
5 ng

body, PTSA and other staff. In governing an institution, we need the cooperation of people

working at different stages. But, if there is acceptance in sex discrimination the women

principals could not be successful. After all they are forced for resignation. Developing and

maintaining connections within the network is as important as acquiring the skills to do the job

Kerlinger wrote that there is no underestimating the importance of mentors and sponsors in the
. gcialization and success of aspiring educational administrators. Closely related to the barrier of

mentoring is the need to have access to a network, which provides support, information,

visibility and credibility (Morley, L.1999)

174, Lack of qualification

According to (Black More) it is not the lack of qualifications, but specializing in the ,,wrong
subject that causes a barrier when applying for promotion post. As we compare men and women,
the numbers of individuals who are able to qualify themselves are men. This could be another
barrier for women who are seeking the highest ladder of leadership position.

The CEDAW, 1993; affirms that women’s least participation in engaging themselves in self-

deVCIOpment program which could improve their promotional opportunities is domestic

esponsibility of their role as housewives and mother is a problem in Ethiopia.

i 1 29
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15 Glass wall ceilings

omen feel uncomfortable. Their

es feminine n i i
style challeng OImS, 1n particular, women’s leadership. This strength, if not

ercised properly, can create discomfort and distance with

| school board members, school
Jistrict staff, and the community.” The words ,

aggressive” and “bitchy” have been used to

. Ll —Tiao and Michelle Kaminski). The glass ceiling is not
simply a barrier for individual women, but it also applies to women as a group

describe “strong” women ((Nan —Chj

e who are kept
from advancing simply because they are women,

2.7.6. Devaluation of women with the societies

Asa woman is assigned at leadership position every mistake even the minuscule error is seen
exaggerated. It is overt that a working person unknowingly makes an error any time anywhere.
. But in female employee the mistake is seen more overstated (Roslin Growe) reports that when
women hold positions in management, all eyes are on them and comments are made about the
smallest error. They are under constant public scrutiny due to the perception that women are less
able to cope with crises, and are not capable of leading (Morley, L. 1999). The perception of the
school community is distorted that leadership is attached with maleness whatever his ability and
skill is. A male leader may be viewed as goal oriented, a woman as overly ambitious; a man is
described as zealous, a woman as highly emotional; a man is seen as a clever negotiator, a
woman as manipulative (Roslin Growe). Society’s attitude toward appropriate male and female
roles is another obstacle that identifies women as not enough task-oriented, too dependent on

feedback and evaluations of others, and lacking independence (EgertonUniversity). The

devaluation of female begins from family the way they treat their children and continues at

chool. In many instances, teachers are not aware that the language they use in the classroom and

schoo O sitid to express female’s strength reinforces negative gender attitudes. They may

4 2



and expressions — and tones of v
erms Ol voice - like in
Amharic «

. n that girls are not as intelligent @& 0!, that give the
inpres™” Bent or as strong as boys (FAWE

2005).

217, penial of advanced leadership training for women

l’ro"idiﬁg o maining can be a Way 1o support aspiring women leaders i b-Sah
rs in sub-Sahara

Africa by instilling confidence and an Inspiring strategies for the removal of barriers they f
rs they face

(Black More). The leadership training encour aged the women religious to follow best practi
ractices,

nd increased both their awareness of socio-cultural barriers and their relevant skills which th
ich they

(hen utilized to unearth obstacles hindering progress in their ministries

An increase in knowledge and skills raised the level of consciousness of the participant and
simulated her intellect to become more creative in nurturing social and economic change. In
siew of the fact that almost half of the population is female it is mandatory to give priority for
women in order be trained and competent with men. Daniel Kasmo and Betty J.Jefferson; warns
of the dangers of subscribing to this “deficit” model where women are seen to be needing to be
rained or educated up to the level of men, rather than be valued for what they might bring to the
field of management. Much of the training provided with this purpose is conducted under the

guise of providing equal opportunities for the “disadvantaged and deficient” women.
28. Problems Associated with Policy Implementation

The gender issues have not been well integrated and addressed in strategies, rules and
regulations, programs, plans and activities to the expected level. Gender mainstreaming is weak
owning to capacity gaps of staff involved in planning, monitoring and evaluation. This is partly
reflected in weak gender mainstreaming practices, inadequate expertise on gender, and lack of
adequate, functional and efficient gender office structures. Although affirmative action is

mplemented for entry to higher education, it is not backed by systematic and flexible retention

mechanisms to ensure comparable number of graduates. According to the CEDAW, 1993; the
Ethiopia (PDRE) in 1988 reflects Government’s

“nstitution of Peoples Democratic Republic of
neral assurance asserting that “The state shall

policy regarding women in development gives g€
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management '
T saff and g members consider the affirmative action for entry as rath
er a cause

Ve action taken by the Federal Civil

f women in leadership and decision-

for low academic achievement of the beneficiaries, Affirmati
Service Commission (FCSC) has resulted in the promotion o

; itions. Moreov . t
making positions €r, @ number of women in the cjvi] service in all personnel committees

ave increased. Affirmative action is implemented in the civil service to benefit women in

recruitment as well as to encourage women lo participate in the Commission. Change in the

regulation of the Commission has created new benefits for female workers that ensure their well-

being, particularly their psychological health.

The national constitution has been developed to protect the fundamental rights of women and
their interest of access and control over resource, about equality among women and men in
marriage. It recognizes the history of inequality and discrimination suffered by women in
Ethiopia. Ethiopian women are entitled to remedial and affirmative measures to enable them to
compete and participate on the basis of equality with men in political, economic and social life.
Women have the right to protection by the state from 31 harmful customs and practices that press
them or cause bodily or mental harm. They have equal right to employment, promotion,
affirmative action is undertaken to improve the employment status of women through the

revision of the civil service codes and existing labor law.
29. Institutional and social factors that hinders women

29.1. Institutional factors

Brunner (1997) posits that all barriers experienced by women in administration are a result either

directly or indirectly of an androcentric society (Patricia, 2010). Institutional structures,
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29.2. Socio-cultural Factors

Usually the social notion of motherhood and domestic life, lack of psychological readi d
iness an

(he outlook of the society affect females( leadership choices. and ultimately lead t id
) o avoidance

of leadership positions. Women leaders and aspiring ones are confronted with negative attitude
by the school community and the surrounding in their leadership exercises. Usually male
colleagues demonstrate their discontent by refusing instructions and avoiding collegial support to
female bosses (FAWE: 2007). According Kamahu , women are more or less persecuted for
seeking an executive position. This is largely due to society’s attitude toward appropriate male
and female roles. Women face barriers in leadership positions compared to men, women receive

little or no encouragement to seek leadership positions.
210, Individual barriers

2.10.1 Low Self-confidence and self-esteem

According to Lund, H , 1998 the reason why self-confidence and self-esteem are connected is
because if you have no self-belief and you doubt yourself and your capabilities you will not

challenge yourself and you will stick with things which are safe. (http://www.more-

selfesteem.com/test.htm). And this was authenticated by the study conducted in Turkey showed

that women do not apply to be principals, even when they are as well qualified as the male

applicants, at least in part, because they have negative self-perceptions and lack confidence in
their qualifications and experience (Mutindi Mumbua K.2000). This

even the educated female has the notion of masculine. Moreover (Mo

fear of being a leader is still

rley); strengthens this “The
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2000)

ytitude can be negative or positive hence, the importance of curriculum designers to portr
portray

images that create in girls and boys, positive attitudes towards taking different responsibilities
acluding Jeadership and management in schools. :

2.10.2. Lack of interest on the work

women also lack commitment and they do not empower themselves.( Morley , L.1999) Cited by
(Daniel Kosmo) defines commitment as “competence or as doing the job well” and not as
continuity of a career. As women move to each level of empowerment towards control, they
have increasing confidence and decision-making power over their lives. When we talk about
equality of women, we have to see if women are empowered and have full control of their lives.
As they develop their confidence and know their capacity to perform duties like of their

counterparts there is no reason to increase their interest on the work.
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Chapter Three
Research Design and Methodology

This chapter describes the research design, sampling techniques and sample lation, d
opula
collection tools, procedures of data gathering and method of data analysi population, data
1S.

3.1, Research Design

This study applies descriptive survey design with qualitative and quantitative methods for data
analysis. Using both qualitative and quantitative research methods in a research work is very
indispensable to generate more reliable and sufficient data. The quantitative method will be
important t0 collect data on the quantifiable phenomena, on the issues that can be expressed

using number and percentages.
3.2. Source of Data

To attain the aim of this study, both primary and secondary data sample are used. The Primary
data are gathered from sample respondents (whom are primary Sources) which were chosen
through sampling from the total study population. The main sources used for secondary data are
the University women affair office report, different books refers to Ethiopian female’s leadership

participation, internet and other documented sources.

33. POPULATION

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

Accordingly, the study population of this research paper was all permanent female employees

which currently working in Addis Ababa University. The study included both academic and
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e ssity for this study because of: Ababa University. I selected the

| Ac cessibility — As the staff members of tpe university the '
targeted B s researcher is familiar with the

of more population-
) Access population- The targeted University consists of large number of staff
mber of sta

members.

3. Pioneer — The University is the first higher education in the count
ountry.

To carry out this study/ women’s participation in leadership position in Addis Ababa University
out of the total employees which are currently working in both academic and administrative’:
wings of the university, about 30% will be selected for this study. This is decided, because of as
the sample size increases the reliability of the study increases and can show the status of women

participation in decision making position of the university.

35. Respondents

The respondents in the study were both men and women occupying

management positions as well as senior academic posts in the selected universities. The chief
officers were selected purposively whereas senior academic staffs were selected by stratified
random sampling using ranks. Only senior academic staff which the rank of senior lecturer and

above and who worked at the university for a period of more than five years were included in the

sample.

36. SAMPLING TECHNIQUES

lation, both probability and non-probability

To select sample respondents from total study popu
ling method will be selected because

sampling methods will be employed. The probability samp

it avoids biasness and helps to generalize data gained from sample respondents avoiding an error
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choould arise from sampling. Therefore, in cage this s
i

mple random sampling and systematic

ling method will be used. Moreover, purposive samplj
plin

37, MET HOD OF DATA COLLECTION

The method of data collection method employed to this study was survey method, and the data

collection tool that will be used to gather data from sample respondents were questionnaire

interview focus group discussions and observation.

3.8, Instruments

18.1. Questionnaire

Four research instruments were used in the collection of data .To secure the reliability and
adequacy of information, questionnaire comprising both open and close ended questions were
collected during pilot study. The questionnaire has two parts. The first part is about background
information of the respondents. The second part of the questionnaire contain items on
characteristics of females® leadership, the aspiration of female to hold leadership positions,
status of women participation in leadership position, others perception towards female leadership
and challenges of female holding leadership position. In this part each items was prepared in the
form of Lund , H.1998 five scale ranging from strongly agree to strongly disagree that will help
to measure the level of conformity of the respondents.

The items in each dimension were prepared in five point interval scale. Some of them were

search done by (Amanda Bullough) in , on Factors

adopted from Endales thesis again a r¢
ary School Leadership and others were developed by

Affecting Women Participation in Second

the researcher referring literature review.
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182 [nterview

, his deputies, deans,

registrars, heads of departments. B
. Both men and
women managers were also

directors;
inter\/iewed regarding the policies that govern recruitment, appointment and promoti £

(o senior management position and the possible reasons for the absence of \ior:; 1t(‘)rr;n(:t t:aff
positions- Document analysis guides were also employed to analyze such documents e:
recruitment, appointment and promotion criteria, job advertisements, job application forms and
interview guides, as well as staff development policies. This instrument was beneficial to see the
extent to which equal opportunity rights for both women and men are stressed and how they
affected women’s participation in the university leadership. The lists of academic and

administrative staff were used for gathering information about existing positions occupied by

women in the university management.
3.8.3. Validation

The items were given to experts for validation, the major task of the expert were to rate each
item as, highly, moderately or poorly to the extent each item measures, to check the existence of
ambiguity and similarity of concepts. The pilot study conducted to test the instrument and

improve it for further use.

39. METHOD OF DATA ANALYSIS

Accordingly, for realization and successful accomplishment of the study, data collected from

different primary and secondary sources will be recorded, edited, organized, analyzed,

interpreted and presented in relation to research questions. This will be done both quantitatively

and qualitatively by using descriptive statistical tools such as tables, figures and percentages for

data collected through questionnaires, whereas description of finding was used for data collected

through interview and observation.
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rable3: Distribution of Women in the University Top Management
en

president

Female

Male

Total

N

1

W& President

Wbe vise president for administration ang

student service

1

><><><{z

1

Tead of Registrar

Deans of Colleges

14

14

Head and chairs of Faculty

46

48

Director of Institute

39

4]

Human Resource Manager

| Head of Research and technology transfer

10

10

Chairs and Heads

120

125

Finance Head

Dean of Students

Head of Library

External relations , partnership and communication

| >4 bl >l b¢| | | o] | |

total

9

238

247

Source: Addis Ababa University Academic Staff Profile 2014/15 (2007 E.C.)
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y ﬁles by Academic Rank
B t number Of the academi 1
ASlgIhﬁCan c staff of the university (i e
y (1. sl 180) are lecturers a 1
- ccountmg

o, of the total. Assistan :
A 13.85% t professors and associate professors respectively, accounts fi
- , accounts for

2545 % and 9.40%, of the total number of the academic staff. The proportion of academic staf}

| ’ . : acade t

| ith the rank of full professor is relatively low (5.55%). The number of females in th ml:lks a It:
" n the ranks o

sssistant professor, Associate professor, and professor is quite low

[ ' as can we see from the table
pelow. A large number of female academic staff are found in the category of lecturer, followed
. owe

by Assistant professor. Full professor (2) account for 2.22% of the total full professor in the

university, while the male account for 94.44%.

Table 3.10. Academic Rank by Gender and Nationality

Academic Rank Female | Male | Total
Technical Assistant | 40 122 162

Graduate Assistant | 6 29 35

Assistant Lecturer 53 233 286

Lecturer 199 981 1180
Assistant Professor | 87 598 | 685

Associate Professor | 11 242 | 253

Professor 2 85 90

Total 401 2290 | 2691

5 Addis Ababa University)

(Office of academic staff affairs 2014/1
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Chapter Four
4. Data Presentation, Analysis and Interpretation

In this chapter data gathered from both primary and secondary sources through questionnaires,
interview and document analysis are presented, analyzed, and interpreted in relation to basic
research questions and the main research objectives stated so far.
Data collected through questionnaire are analyzed by using descriptive statistical tools such as
tables, figures and then interpreted qualitatively and quantitatively.
Those data gathered trough interview had been analyzed using description of findings.

~ 4.1. Positions Occupied by Women in University Management in Addis Ababa

University as Compared to Men’s

To find out the positions women were occupying in the university
Management as compared to those of men the researcher used
Administrative and University Calendars academic staff lists, Catalogues (where these were

made available) and information obtained from the respondents. Analysis of the obtained data

and information revealed that women are occupying a lower position




Table 4.1. Profile of Academic Qualification

Wation Female Male Total
N N N
e .t
Diploma 13 49 62
Bachelor Degree 92 335 427
Masters Degree 170 1025 1195
PhD 51 647 698
MD 74 225 299
Total 401 2290 2691

Source: Addis Ababa University Academic Staff Profile

The above table shows that academic staffs of Addis Ababa University have academic
qualifications that range from PhD to Diploma some 44.41% of the academic staff hold Masters
Degree and 25.94% hold PhD degree of the total academic staff, the proportion of females with
Masters Degree and PhD is 6.32% and 1.89%, respectively. Some 11.11% of the University
staffs are Medical Doctors. This data indicate that how women staffs are far from academic
qualification achieved by male’s staff members. As we can see from the above table women

academic staff of the university, by far have lower educational rank than male counter parts.

4.2 Distribution of Women in the University Top Management

To investigate further the role women played in university management, main position of the
men and woman managers were summarized to indicate their main responsibilities in the
university. The purpose of this was to find out the extent to which women were involved in key
decision-making responsibilities in the universities. The responses to this question indicated that
there were differences between women managers and male managers’ responsibilities.

The summary is given in Table 4.2.1



Table 4.2.1 Distribution of Women in the University Top Management

S —

Position

Female

Male

Total

N

N

President

Academic Vice President

Office of the vice president for Business and

Development

X
X
X

Head of Registrar

Deans of Colleges

14

14

Head of Faculty

46

48

Director of Institute

ol rof 25 P8

39

41

Human Resource Manager

Head of Research and technology transfer

x| <

10

10

Chairs and Heads

wn

120

125

Finance Head

Dean of Students

Head of Library

External relations , partnership and communication

P s e

Total

238

247

Source: - Addis Ababa University Academic staff profile

The data in Table 4.2.1. Shows that in Addis Ababa University women’s participation in key
decision-making positions is surveyed and showed that it is still minimal. In this study, women
in management positions are very few as compared to men. Women in selected top management
position in the University represent only 3.6. % of, compared to 96.4% of men in the same
groups (Source, Directorate of Personnel Management). This finding has revealed that women
mainly occupy lower positions in university management in Addis Ababa University. A survey
of University staffing positions conducted in the study area reveals that women are missing from

among the top management of the university. The women managers like other women elsewhere
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ere shouldering a lot of responsibilities. As We can see from th
ost of the positions held by women are mainly acad SR TR
academic management iti
. positions for example,
heads of departments and deans of faculties. Besides some of th i } ;
R IV considered feminine 1 \ . the positions are in the areas
aditionally inine like chairs and heads of d :

e i thern i T gender related studies. And yet, all
these may y credit that helps their promotion. This is likely to translate into
work overload, which might have an effect op their career advancement. To find out the
positions women were occupying in the university Management as compared to those of men the
researcher used administrative and academic staff lists (where these were made available)
University Calendars /Catalogues and information obtained from the respondents. The women
managers 1n the study were asked why they involved themselves in these activities. They
responded that three women were appointed to these responsibilities in addition to their
managerial appointments; other women (6) were involved because of self interest, while others
(9) saw them as career development opportunities. However, these responsibilities have been

known not to count for promotion purposes into senior academic ranks.

In similar way in University the academic commission which determines who manages the
university is comprised of mainly men. Out of the sixteen members of the academic commission
only one woman was appointed as a member in the past 60 years of the University. Of the
fourteen deans of colleges none of a woman was hold the post and of the 46 heads of department
only two are women (Source AAU office of Business & Development, 2015/2016). Some
research conducted in the area also revealed the same idea, document analysis showed that still
women tended to work in the traditionally feminine areas .The findings from this study agree
with the general picture painted in the literature about the positions women occupy in university

management (Lund 1998; Singh 2002).

4.3 Back ground of the Respondents

Age was regarded as important element because it would give an indication of the age at which

women usually ascend to management positions as compared to men.
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| Table 4.3.1 Age categories of sample respondents

Age category Fr
equenc
<20 years TLL_ Percentage
e
21 —29 years X\‘Tg*\ i
m== 16.3%
30 — 39 years *‘\“T’T—*——__ﬂ
31.6%
40 — 49 years T P 37
37.8%
50 and above 14
14.3%
98 100

between a category of 40-49 years.

4.3.2. Marital Status of the Respondents

Table 4.3.2 Marital Status of the Respondents

As it can be seen from table 1 above, age composition of total 98 sample respondents, while
16(16.3%), 31(31.6%) , 37(37.8%) and 14 (14.3%

less or equal to 20 years, between 21 and 29

Jof them have replied as their age is within

» 30 and 39, 40 and 49, and above 50 categories

respectively, as findings of analysis indicated, the majority of sample respondents are aged

Female Total

N N
Married 64 64.3%
Unmarried 31 31.6%
Divorced 3 3.1%
Total 98 100

As can be observed from table 2 above, of total 98 sample respondents,

and 3(3.1.%) of them are married, unmarried and divorced resp

44

64(64.3%), 31(31.6%)
ectively. From this data it can be



" Table 4.3.3. Academic Qualifications of Respondents

Total

Qualification Frequency %
Professor 4 4.1%
PhD 10

10.2%
Master’s 22

22.5%
Bachelor’s degree

51 52%

Diploma 3

3%
Levels graduates 8 8.2%
Total 98 100

Table 4.3.3. Shows that majority of the respondents have first degree and above. This indicates
that the respondents possessed the necessary academic qualification and were therefore duly

qualified to hold the positions they were holding in the university management. According to

their academic merit women would have hold a better position than their present position.




Table 4.3.4. Work Experience of Respondents

Work experience Frequency Percentage

1 <5 years 2 2%

7 5-10 years 21 21.4%

3 11 - 15 years 33 33.7%

4 16 - 20 years 18 18.4%

5 21 - 25 years 16 16.3%

6 Above 25 years 8 8.2%
ﬂL 98 100

This data clearly shows that the majority of respondents have sufficient work experiences (i.e. at
least five years and above) and is therefore assumed that they are able to provide adequate and
sufficient information about the factors that affect women participation in leadership and
decision making positions with respect to the University. In addition to this the above table
shows majority of the respondents possessed the necessary work experience and were therefore
duly qualified to hold the positions they were holding in the university management. In general it
can be observed from table 4.3.3. and 43.4. that academic qualifications and experience play a
key role in the recruitment of top position in the university . It is true that the women did not
join the universities as managers, but had started out from junior ranks before ascending to
management positions and become senior academic staff. Even if this is the reality women yet

not hold the top management position in the University.
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Factors Affecting Females’ Participation I

) " . Leadership position
fable 4.4.1. Institutio Fjactors Affecting Women Participation in . d ¢
Institutional FaC.tQFS Affecting Women Participation in N‘T‘Ea et Ship Position
eader ShiP pOSition sD g 3 4 5
uD A SA
T/ Management positions dominated by male in i
" | the university e 4 3 29 59
: 6 |3.06 408 |3
Z/—Tm structure in the university T - 06 29.58 |0.20
' — | 6 38 22
o 5 % |7.14
T/m political appointment in the university r: = 25 51 g.lz 38.77 | 22.44
; EoN 35 47
= % | 2.04 |5,
r In the university men fear female domination N |41 3410 ?;8 35'71 :7'95
% |41.8 13469 |[1326 |714 3.06
3
’ST’ There is notion for women are not good N |53 38 a 3
managers in the university i
% |54.0 |38.77 |4.08 3.06
8
—"‘"—_ - * -
. Th?re |§tunclear promotion procedures in the N |10 6 a 36 42
university
% | 10.2 | 6.12 4.08 36.73 42.85
0
7. | Lackof e>.<tra —_ institutional networks for women | N | - 2 6 48 42
R luDIversity % | - |204 |612 |4897 |4285
8. Gender discrimination in appointment to senior | N | 3 8 6 41 40
t positi
Qe eement position % | 3.06 | 8.16 |6.12 |4183 |40.81
9. | There is gender in balance in the university N |- 3 18 35 42
% |- 3.06 18.36 35.71 42.85
10. | Lack of psychological / intellectual / emotional N |5 9 21 31 32
support from senior management % |510 |9.18 |21.42 |3163 |32.65

As we can see from the above table, the responses to each item range from strongly disagree,

disagree, undecided, strongly agree and agree for the socio- structural factors that impede

females participation in leadership position in the University.

About 89% of the respondents agree that management positions dominated by male in Addis

i i | structure in
Ababa University and majority of respondents also agree that existence of patriarchal s

ief that
the university which favors men. For item number three 82% of the respondents belief tha
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¥ i mic staff also raised that
political affiliation and ethnicity played a significant role in these appointments. Thi
. This response

may imply that some people are appointed to positions that they do not merit Similarly one

woman manager pointed out that the role which external national politics plays in the choice of

principals and senior managers would limit her career development within the institution Heavy

work load, gen der biases, lack of psychological/intellectual and emotional support from senior
management and lack of finance or meager opportunities for further studies were other factors
hat would limit women’s career or professional development. During an interview the other
woman dean of faculty pointed out that the overwhelming administrative duties limit her ability

o publish.

In this study the participants discussed what have been observed and implemented at the
institution level some of the points raised during the discussion were, discrimination against
women was viewed by the women managers as the reason why women were missing from
management of universities. The male managers on the other hand felt that the few number of
women in the universities was the reason they were not appointed to senior management
positions. The women managers as well as the male managers also pointed to the appointment,
recruitment and promotion procedures as an explanation for the absence of women from
university management. Such factors as political appointment, lack of extra — institutional
networks for women in the university, patriarchal structure of the University, and the fact that

appointment required long experience Were some of the reasons given by the respondents.

One woman manager commenting on the experience requirement noted that; “The fact that one

cannot become a dean of faculty without having been a head of department was problematic for

; imi tion the
most women because most heads of departments are men”. In response to a similar ques

i ituti women and the
senior academic staff pointed out institutional factors such as, few numbers of
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top ranks are dominat
c hat the top ed by men Were responsible for women’ b
1S absence from senior

managemem positions. The other women at the top Management said th :

fDRE government has adopted various enhancing instruments 1o pro Wi notw'a N

Jomen 10 every subject of the nation’s decision making posi!ionsmote equal p.amc1pation of

cOnsﬁrution is the most promising and binding one which s be::l:n‘g which the FDRE

gforts have been made still the participation of women in leadership :l:ctieccll’e:i(:‘}vever ::-me
10n making

Position is minimal as per to their counterparts. This can be evidenced with
many aspects

powever, looking at proportion of women in our University

The researcher further investigated the issue of few numbers through Document analysis. It was
proved that women were indeed few and they occupied junior ranks in the academic ladder. This
is in consistent with an idea raised by (Roslin Growe), most of the barriers that hinder women
are external barriers which are the institutional and social factors (Diane Cassidy) acknowledges
s “external barriers to career advancement for women in education are factors outside a
women's control, and require social and institutional change.” The other institutional factors
rised were, inadequate formal education and training, absence of strong women’s movement
and networking, and absence of practical government legal and policy framework to support
women’s advancement. Indeed, as the study has shown, women unlike men face a number of
barriers in their career advancement, some of which are found within the institutions while others
are external. During an interview the struggle professional women go through, the researcher
wanted to know whether the institutional practices were helping women to cope with the
multiple roles. The respondents were asked which institutional practice in their universities were
most sensitive to women managers’ needs; the majority said there were none. This is because
most management practice did not consider whether one was a woman or a mat. Maternity leave

for those who are married was seen by some as being the only policy that was gender sensitive

the same as the research conducted by Jane Onsongo,2004 in Kenya. The other interviewee said

that the absence of transparent and applicable documented staff development policies for senior

administrators also affect the participation of women :n university management. The fact that

they are expected to have learnt management skills from previous experience disadvantaged

i izati erience
women, This is because the positions 10 the organizational structure, where work exp

which is relevant to promotion to the top management could be gained, are all occupied largely
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the absence of transparent  appointing administrators for the top manage

participation of women in university management. The absence of this

g of political appointment in the University and these political appo:

policy lead to

intments of senior
ty managers could limit the women managers’, create gender discrimination and gender

ce in the university which hinder women participation in the University top management
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gesult they said that they would never like to Participate in

higher | : g :
ity. In the same way the self- gher leadership positions in the

: c LI
nivers oncepts and aspirations of femal

by expectalions presupposed to what a male and a female should be (Ke:lit:::l)er?l":re ll;lﬂuenced
gso revealed the same result, during an interview some of the respondents raisled theai1 t}?'ve te'lb:xe
be due t0 lack of confidence among women. Regarding this, research reported by Lund llinll;g%:
supports the perception that females tend to receive less constructive criticism than ’m;les in
caying 0vt ther work. As a result, it is suggested that they are less able to deal with negative

comments, in effect taking them too personally and allowing their confidence to be unnecessarily

damaged.

From this finding one can see that the extent to which female are motivated to be leader is very
low as based on the response of interviewees. This similarity of the responses through both the
interview and the questionnaire in general confirms that female staffs’ extent of aspiration to
involve in leadership posts is very low. As a reason for their less aspiration they said that they
think they would not be successful if they come to positions. This is closely followed by women
not aspiring for higher positions, and lack of motivation. These findings conform with other
findings different scholars put different ideas to show the reasons for lack of aspiration. For
example, the perceptions of lack of aspiration may also result when teachers fail to apply for
leadership positions because their personal values are not aligned with those of the organization

(Park S.M.). ( Nan — Chi Tiao) determined that women's failure to aspire to the superintendence

might be a result of their experiences working with male superintendents, role models whose

leadership behaviors may not be compatible with women's preferred ways of leading. Singh

(2000) reports that in a workshop conducted for women in higher educatio
shop identified disabling personal factors that prevent

n management in

Malaysia, the participants in the work

women from ascending to senior management positions.
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Also included were: unwillingness to express opinion, withdrawing easily when faced with
conflict, preference to stay at home or do jobs behind the scenes instead of going out to r::et
mportant people, bending to the views men hold of women and to men’s ego. The other issue
aised during an interview is other factors included: lack of highly prominent women visible as
ole models in positions of authority and responsibility, flouting of recruitment and promotion
procedures, attitudes of principals and heads of departments to women employees, domination of
the professional/decision-making body by males, intimidation, and uncomfortable working

environment due to gender and occupational segregation in task assignment.

During an interview sample respondents replied as women would be successful if they are
provided leadership positions. With regard to the successfulness of women in public decision
making and leadership position, pointed that if conditions are set favorably and enabling and
capacitating programs are implemented, not only they are successful as that of their counter
parts, even they can exceed that of men. Moreover, he has stated as women are wise and
systematic in solving problems but denied to obtain chances. But two female respondents for
similar question responded as women would not be successful in leadership and decision making

professions as to their counterparts. As to these respondents who didn’t agree (o this idea argued

women fail in leadership positions due to the fact that the position needs high energetic and high

influencing power (ability) up on their followers. However, women lack experiences and are

bounded heavy domestic work and can't control all over Jeadership and decision-making roles. In

pondents from women hold the top

management raised an idea that , lack of their personal preparation for the posts has been
e staff to hold the top

ges that have slowed down femal
e items under the factors related to the females

similar way during an interview session one of the res

mentioned as one of the major challen

management position. Generally, for all th
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themselves to be the reasons for their under representation in the University the data was
collected, analyzed and interpreted and supported by related literatures

Table 4.4.3.  Opinion of Respondents toward Social Factors which Affects Women

Participation

mors affecting women’s participation

|-
No 1 2 3 4 5

SD D UD A SA
|. | Fewer opportunities for women in education N |38 33 2 16 9

% |[38.7 |33.6 2.04 16.32 |9.18

). | Men are seen as decision maker N |1 6 0 37 33
% |1.02 |6.12 0 37.75 || 5642
3. | Society condemns women to subordinate status N |19 23 3 29 24

% |[19.38 |23.46 |3.06 1632 |24.48

4, | Men get social support than women N |4 7 2 53 32

% |4.08 |7.14 2.04 54.08 |32.65
5. | Women in authority not recognized NS 21 7 33 22

% | 153 |2142 |7.14 33.67 |22.44
6. | Inequality in higher education management N (0 J - 38 57

% |0 3.06 - 38.77 | 58.16
1. | Women lack social networks N 42 . 1 48 42

% |2.04 |5.10 1.02 4897 |42.85

8. Dominance of male networks and alliances N |- 4 6 51 37

L % |- 4.08 6.12 52.04 |37.75

The above table generally contains the information about the social factors that might have

contributed to the under representation of female in University high posts. Each of these factors

is discussed below.



respondents argued that

terview one of the male

E : ) : parlicipating women in public leadership and decision
making is ot Oy an tmportant issue for the development of the nation, it is mandat d
» atory and pre

e existence of inequality in the university management. Duri i
. ng an in

respondent explained his idea in this way,

requisite for the prevalence of good governance as wel i i it
rights, however let’s leave others the one would have to l 1as keepm'g s
A | e play a leading role, our University even
couldn’t understand this. 85% of the respondents agree that existence of men get social support
than women in the University, during an interview concerning this idea one woman, dean of a
faculty said that this socio-cultural factors are a result of traditional beliefs about men’s and
women’s roles in the society in order to change this you have to conduct an awareness work in
different ways, like by establishing women affair office in the university the one established in
favors of women, but it is being challenged to execute its mandates due to lack of adequate
skilled manpower, lack of adequate budget allocation by the University , she said that first the
office by its self was malfunctioned due to different reasons like lack of clear enforcement
mechanisms , insufficient support by the concerned bodies, attitudinal problems on the parts of

male colleagues and officials and unable to create an influence.

Based on the concept of role expectancy, an individual develops through the years his or her own
set of internalized values, beliefs, attitudes, ideals and aspirations. Olojede (1990) notes that
since men dominate public decision—making bodies, it is the male values that are reflected in

these decision-making bodies. Hammond ( 1993) argues that stereotype notions about women

constitute major barriers to women’s advancement (o management positions in higher education.

In similar way women in authority not recognized like their counter parts according to the

respondents and more than 85% of the respondents argued that men
cerning this idea most of the interviewee said that

get social support than

women, during an interview session con
: i issi ient, and
management raised an issue that there is a belief that women are docile, submissive, patient,

for which culture is used as a justification like the

tolerant of monotonous work and violence,
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tion. The other interviewee said ST

Si that 1 S y
00 In terms of administrative posts, women are more

likely to succeed as secretary, librarians, or heads of personnel, than if they aspire to be president
) presiden

o vice-president or deans of colleges. In the same way Shahabudin and Singh (2000) found that
na

cultural factors such as men’s stereotype views of women within the cultural context perception
", ¢ 1
that top positions are not for women, and influence of religion which sometimes relegates

men to a secondary role were some of the soci i icipation i
o societal factors affecting women’s participation in

university management.

Nzomo (1995) contends that the socio-cultural beliefs and myths about the role of women in
society are the major determinants of women’s failure to advance to top management positions
both in the public and private sector. Besides, the cultural and social assumption that women are
less strong than men and therefore cannot hold managerial positions is common in many
developing countries (Calvert and Calvert, 1996). The result of the interview also approved that
the University society does not trust the female leadership positions and this is not because of
tangible practice but because of the cultural background of the people. Lodiaga and Mbevi
(1995) in their study conducted in Kenya revealed that there were several causes for under
representation of women in positions of authority and responsibility. These were deep-rooted
traditional/cultural and attitudinal concepts that influence both the employers’ and employees’
attitude, including women’s self-concept to be dominated. These sociocultural beliefs and

stereotypical views promoted the notion of women’s unsuitability for positions of power and

responsibility. As a result of these socio cultural attitudes, there were significant gender-based

differences and of conflicts both in family and work p laces.



Table 4.4.4. Family

Factors Affecting Women’s Participation

~  Family factors affecting women’s participation

e
| [No 1 2 3 4 5
e SD D UD [A SA
Family demands draw excessively to jeopardize | N 38 33 2 16 9
performance % 3877 [33.67 |204 [1632 |9.18
Lack of Psychological/intellectual/emolionai N 1 6 0 37 35
support from family % 102 |612 [0 |3775 [3622
Lack of support from husband N 19 23 2 29 25
% 1938 | 2346 [2.04 [29.59 [25.51
Heavy work lead to divorce therefore family | N 4 7 2 53 32
doesn’t support it. % 4.08 7.14 2.04 | 54.08 | 32.65

The data in Table 4.6.3 reveals that family commitments stands out as the single most personal
factor that explains the absence of women from management positions in the Universities.
About 93% of the respondents agree that women lack support from family to join the higher
position in the community. One of the reason is that favored by the majority of the respondents is
that heavy work load lead to divorce. In addition during an interview most of them reveal that the
women managers were having difficulties combining the conventional role of a woman as a wife
and a mother and being successful managers. Hence, some found it very challenging to manage,
however, lack of co-operative family members, especially husbands, made it difficult for some of
the women to carry office work home where they work late into the night to meet strict
deadlines. In addition some of the respondents reveal that lack of strict time management without
compromise, prioritizing roles and self-organization challenged the women to cope with the
demands of the professional and domestic roles.

During an interview one respondent said: We live in a society which has made mothers the key
figures in a child’s upbringing. To take up a career and be successful involves enormous amount

of organization and planning in which men rarely have much part, this is the same as an idea

J¥



raised by (Lodiaga and Mbevi 1995, 25). One of the other iss

ue favored by th
Jack of support from husband, the support from husband Yy the respondents were

- € meetings end very late in the
night and others are fixed on weekends. During such a time the one who has children may can

challenged more. One of the interviewee told me her experience about what she knows, women
?

manager who had a husband who did not understand the demands of her management position

had to undergo a divorce. The husband started suspecting the woman of having extra-marital
affairs and accused her of not paying enough attention to her family responsibilities. She was

told to choose between her family and her job. She opted for her job and this led to a divorce.

To prove further the effect of family responsibilities on women managers, the women were
asked how they managed to combine the conventional roles of a woman with the social
expectation of a successful manager. These questions were asked because women professionals
are expected to perform their traditional roles of mothers and wives. Those women who are
successful as managers in higher education face cultural barriers in the form of their own
internalized view of their roles and the expectations others have of them. The great professional
women everywhere suffer great tension in their attempt to reconcile their professional roles.
Moreover, their careers are dependent on the grace and favors of their spouses (Dines 1993). The
women managers in the study were struggling as well. One said, “it is a struggle. There are times

either family suffers or the management suffers. This is due to the pressure of work.”
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This chapter € summary of main discovery recommendati d
; ons and conclusion.

5,1, Summary of the Findings

jor objective i :
The major 0b] of this study was to find out factors that affect women’s participation in

leadership ol University. The study was undertaken in six coll f th
eges of the

University.

The necessary data were collected through questionnaire, interview and document analysis based on
this the following major findings have been drawn. Both qualitative and quantitative data analysis
methods were applied. The participants included 98 females and 28 males were interviewee .The

respondents were selected using probably sampling and purposive sampling methods for both the

women and male managers.

As finding of the study revealed out, though there is comprehensively formulated national women
policy and strategies so as to promote women participation in sociocultural, political, and
economical arenas before a decade, still there is low awareness about the concerns of the documents
among members of the University where a lot had been expected as a role model. It is observed that
the majority of employees and those hold the leadership positions in Addis Ababa University are
accounted to be male. This implies that, the involvement of women is seen low, out of total 96.4%
of them are posted in the lower non decision making position, and the rest 3.6% of them are
relatively in higher decision making positions. Furthermore, it is observed that none of male is
assigned in the positions such as secretary, and cashier. The study revealed that, as one goes up in

Addis Ababa University organizational leadership decision making positions, the presence of

women is almost non , where as the opposite becomes real in lower organizational levels.

evealed that in the appointed administrative posts women were

The findings from the study r
male deans of colleges. The study further revealed that, of

lacking, in the university there were no fe

the forty one directors of the institutes in the university only two were women, and of the ten

bo



boards of the university almost have no women representatives

inder women’s participation i . o _
hinde participation in leadership and decision making positions in the University are

various and observed interrelated. These include: there are several factors at the personal
)

R socloteultunl and fmalfy levels preventing qualified women from ascending to senior

positions in university. At the personal level such factors as lack of confidence and fear of public

office were found to be deterring women from taking Mmanagement positions, lack of ambition and

motivation are among the major personal factors which affects women participation. At the

institutional level political appointments, unclear promotion criteria,  discriminatory recruitment
’

appointment and promotion procedures, absence of documented staff development policies for
senior managers and few opportunities for further training affected women’s participation in
university management. In case of socio cultural factors such as men are seen as decision maker,
men get social support than women and women in authority not recognized and general beliefs
about women’s domestic role were identified as eroding women’s self-perception just as those
women who succeeded in public domain were seen as failures in their domestic roles, absence of
commitment by the concerned(top decision making) body and  strain in coping up with
stereotypical sex role and the whole experience of pressure from sociocultural that are not
supportive of women , backward sociocultural attitudes ;especially the attitudes in the higher
education system, mainly of the academic community towards women’s access to such positions in
higher education institutions , absence of adequate educational status required for the position ,lack
of sufficient experiences from women to hold the leading positions, and also uncovered that women
were subjected to pressures and experiences not met by men. In case of family related issues lack of
psychological /intellectual/emotional support from family, overburden of domestic responsibilities,
as well as negative attitudes of men towards women, and belief of heavy work load lead to divorce

therefore family doesn’t support it. And also uncovered that women were subjected to pressures and

experiences not met by men like; giving birth and raising children.
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goals effectively. The finding showed that the major factors that hinder women’s participation in

Jeadership and decision making positions are various and observed interrelated Majority of

respondents agree on the issues stated under the attitude of women towards themselves, women still

have the feeling of the world as masculine, women doesn’t want to take risks, women still do not
perceive that they are capable of doing the leadership activity, their consideration of being accepted

equally to men is low and they also confined themselves at lower tasks under men.

Likewise the majority of the female interviewees express their idea that they do not have any idea
how principals are selected and recruited. And this idea supports the institutional factors do not
have transparent selection and promotion policy to enhance women. As finding of the study
revealed out, though there is comprehensively formulated national women policy and strategies so
as to promote women participation in sociocultural, political, and economical arenas before a

decade, still there is low awareness about the concerns of the documents among both sexes.

Respondents agree on barriers that hinder women’s entrance into leadership positions and include
the devaluation of women by the society. Not recognizing successful female leaders and lack of
careful monitoring and evaluation of the policy implementation have similar impact on their
participation The study indicated that women affair office in the University is being challenged to

execute its mandates due to lack of adequate skilled manpower, lack of adequate budget allocation,

lack of clear enforcement mechanisms to implement affirmative action’s uniformly across all the

departments, insufficient support by the concerned bodies, attitudinal problems on the parts of male

b



colleagues and officials, lack of gender mainstream;
° _ . lng in V 2
hich affects women participation, anous offices were identified factors

5. Conclusion

pased on the findings of the study,

Participating women in public |

] 1 l

Ababa University, the pioneer higher education in the country should have played the leading rol
roie

in assisting women to take the proper part in the decision making position, but what have been

observed by the findings were women are disadvantaged with respect to participating in leadership

position in the University.

Lack of women’s representation and participation has been attributed to several factors and
constraints. As finding of the study revealed out, though there is comprehensively formulated
national women policy and strategies so as to promote women participation in sociocultural,
political, and economical arenas before a decade, still there is low awareness about the concerns of
the documents among the community in the University. Some of the constraints observed include
institutional structures that inhibit women’s participation, sociocultural problems that favors
negative attitudes towards women’s participation and the existing expectations of traditional and
cultural roles for women. Furthermore, women’s capacity to participate at leadership levels is
restricted due to over burden of family responsibilities, cultural expectations and stereotyping that a
woman’s place is in the home. As a result, it can be concluded that, if men alone are seen to be

making decisions of public importance, then girls and boys, women and men can be led into

believing that women have no legitimate place in such decision-making. This then has a self-

fulfilling effect, meaning that girls and women do not see themselves as important() decision-

makers and neither do men and boys; and men and boys ar¢ legitimated in keeping women and girls

out of decision-making positions should be an issue, which can no longer be i |
this alleged grounds cannot be continued

gnored. If at one point

People saw public leadership positions as a male domain,
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encouraging but needing strengthen attituding changes

am ity i
ong the community in the University

’s leadershi iSi i
owards women rship and decision making. The finding showed that the major factors th
ajor factors that

pinder women’s participation in leadership ang decisi

53, Recommendations

Based on the findings of this study the following recommendations are made for the improvement
of current practice.

1. There is an urgent need for the formulation of equal opportunity policies that are distinct
from those subsumed in the constitution and international documents. The absence of such
policies makes it difficult to ensure equality of opportunity because there is no yardstick
against which day-to-day practices can be measured. The formulators should be made aware
of the gender specific barriers to educational opportunity so that they come up with policies
that are gender responsive. After the policies have been formulated, there is a need to put in
place machinery for monitoring and evaluation to see to it that the right procedures are

followed in the selection and recruitment of staff to senior management.

2. This is a positive discrimination in favors of women. Given the past disadvantage

experienced by women in most sectors of our society, it is necessary that they are given the

opportunities that culture and traditions have deprived them. Institutions should require that women

are represented at all levels, especially in the key decision making committees responsible for

i ion of funds, research
establishing promotion criteria, selecting conference representative, allocation

awards and support facilities within universities.
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. Elimination of sexist stereotypes from the col]

’ ective consei
and the general public that both mep gpq women ¢ nsclence we need to sensitize our staff

Universities need to come up with policies that ensure equal

information on all aspects of promotion criteria should be kn

5. University needs legislation and infrastructure to help women resolve the tension b
ension between

persona] and professional roles. Women managers should also be recognized as mothers and wives

This can be done through reasonable provision of maternity leave, and childcare centers within the

institutions. There is a need to make Mmanagement women—friendly by finishing meetings on time

and within working hours.

6. Training 1S necessary to equip women with skills of management. This will go a long way in
changing the way women perceive themselves and gives them confidence in their own capacity to
be effective leaders. Women should be encouraged to attend conferences, workshops, and other
short courses to widen their knowledge, skills, and attitudes. The program, through training
workshops, production of training materials, training of trainers, and monitoring women’s progress,
among others, is geared towards empowering women in higher education management.

7. The university should mainstream gender issues in their programs and curricular. This means that
they should assess the implications for women and men of any planned action, including legislation,
policies and programs, in any area and at all levels. This will make women’s as well as men’s
concerns and experiences an integral dimension in the design, implementation, monitoring and

evaluation of policies and programs in all political, economic and social spheres.
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5) Indicate your response by placing ( vy myarp . £
~ questions should be filled by writ; } ek i
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personal Details
1. Sex [ Imale [] remale

. Age[:_l Below 25 year D 45- 55 year

D 25-35 year D above 55 year
[:] 35-45 year

3. Educational level:

D Third degree (PhD) I:I College Diploma College of
Second degree (MA/MSC) (] Certificate

[:' First degree (BA/BSC)

12 grades complete

4. College /Central Administration:

[] College of Social Sciences (CSS) [_] College of Humanities, Language

Studies, Journalism Communication (CHLSJC)
|—__] College of business & Economics (CBE)

[_]college of Natural Science (CNS) [ ] central Administration (CA)

5. Service years in AAU

l:l 1to 5 years ] 16t020 |
[] 6to10years [ ] above20years
D 11 o015 years

- 6. Position /Job grade




Part Il: Questions Related to the practices of performance Appraisal

Please indicate the degree of your agreement with each of the items below by putting a
tick mark ( ) in the box that the best describes your choice.

‘ Key:

|| strongly Disagree Disagree Neutral Agree Strongly Agree
i 1 2 3 4 5

mo Description 1 2 3 4 5

Social factors affecting women’s participation

Fewer opportunities for women in education

Men are seen as decision making

Society condemns women to subordinate status

Men get social support than women

Women in authority not recognized

Inequality in higher education management

Women lack social networks

w|w|o|n|s]e]n]=]-]

Dominance of male networks and alliances

Part Il: Questions related to Institutional Factors

Please indicate the degree of your agreement or disagreement with each of the items below by putting a tick mark
(¥) inthe box that best describes your choice.

Key:

Strongly Disagree Disagree Neutral Agree Strongly Agree

1 2 3 - 5

Institutional factors 1 2 3 4 5

Management positions dominated by male in the university

Patriarchal structure in the university

There is a political appointment in the university

In the university men fear female domination

There is notion for women are not good managers in the university

There is unclear promotion procedures in the university

Lack of extra — institutional networks for women in the university

Gender discrimination in appointment to senior management position

e e P L E A IS

There is gender in balance in the university

Lack of psychological / intellectual / emotional support from senior management

—
o

Tz




-~ part 1.

please indicate the degree of your agreement or disagreement with each of the items below by putting a tick mark

( ¥ )in the box that best describes your choice.

Key: ,
Strongly Disagree Disagree Neutral ree Stronm_
1 7 3 4 5
‘ ;.‘ . Personal Factors 1 3 4 5

Women do not aspire higher

Lack of confidence among women

Eligible women turn down appointments

Timidity of women

Lack of ambition in the women

Low academic qualification of the women

Lack of motivation

No role models in the university

Women tend to be helpers

NEERRE P\!‘“N -

Lack of experience

Part IV.

Questions Related to Family Factors

Please indicate the degree of your agreement or disagreement with each of he items below by putting a tick mark ( v )
in the box that best describes your choice.

Key:
Strongly Disagree Disagree Neutral Agree Strongly Disagree
1 2 3 4 5
1 Family demands draw excessively to jeopardize performance 2 3 4 5
2. Lack of psychological / intellectual / emotional support from family - (
3\ Lack of support from husband ——
4, Load at home ——

1. Any additional factors that you may think affect women’s participation in le

than those issues raised above?




2. What do you suggest to improve Factors affecting females’ participation in leadership
Addis Ababa University?

3. What do you think are the shortcomings / limitations of factors affecting female’s participation in
leadership positions at Addis Ababa University?

i Thank you
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