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BankofAbyssiniaisoneofthelargestfinancialinstitutionsandoneofthemajoremployersin

Ethiopia.ThepurposeofthisstudywastoassesstheattitudeofemployeestowardsFemale

managers’managerialjobperformanceatAbyssiniaBankheadoffice.Descriptivesurveywas

adoptedforthestudyinvolvingbothqualitativeandquantitativetechniques,inaddition

frequency,percentage,meanandaggregatedmeanwereusedtoanalyzethedata.Thestudyused

censussamplingtechniqueswhereall97employeesunderthesupervisionoffemalemanagers

andteamleadersand14femalemanagesandteamleadersparticipatedonthestudy.The

researcherusedprimarydataandgatheredthemintheformofquestionerandinterview.The

resultindicated thatemployee have positive attitude towards planning,organizing,

communication,motivation,managingconflict,monitoringandevaluationandproblemsolving.

Howevertherearenegativeattitudetowardssupervision,leadershipanddecisionmaking.In

conclusion,theresearchhasinformedthepresenceofbothpositiveandnegativeperceptionson

theexistingmanagerialjobperformancesatAbyssiniaBankaccordingly,theresearcher

recommendedthebanktoconducttrainingandexperiencesharingprograms.Furthermore,

problemsolvingtechnique,programevaluation,motivatetechniques,effectivecommunications,

formingandmanagingeffectiveteamswerepointedouttobethenecessaryskillstobeacquired

inordertobeagoodmanager.

KeyWords:BankofAbyssinia,Attitude,ManagerialFunctions,ManagerialPosition,

CommunicationSkill,Decisionmaking

CHAPTERONE

INTRODUCTION

Thissectionintroducetheconceptofemployeeattitudetowardsthemanagerialjobperformance

offemalemanagers,theproblemthattheresearchattemptedtoinvestigate,thebasicresearch

questionstobeaddressed,theobjectiveofthestudy,significanceofthestudy,thescopethis

studycoveredandorganizationofthestudy.
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1.1BackgroundoftheStudy

Currently,Women’seducationalandprofessionallifeandtheirstatusinsocietyareincreasing

duetoefficientanddedicatedroleplayedbythemindifferentorganizations.Fromjuniorstaffup

tomanagerialpositionwhichisnotlimitedtoeducationalmanagement,theynotonlyhandle

particulardepartmentbutalsoasapoliticalleaderstheycanrepresenttheirentirenation.Some

womenhavenowbecomemorepowerful,knowledgeableandfunctionintelligentlyincrises

situations,intheworldofmanagement.Nowadaystheyarereadytotakechallengesofthe

practicallifeanddonotlimitthemtothedomesticdomainonly.

Wecancountnumberofwomanplayingsignificantroleinoursociety.Wecanseehowmedia

highlightsthecontributionofwomenindifferentfields.Duetotheirextraordinaryperformance

invariousprofessions,nowattitudetowardswomenhaschangedinmanycountries.Particularly

injobsituationattitudetowardswomanasmanagerhasnowbecomepositiveinmanycountries

becausetheyarenowshowingtheirefficiencyinmanymasculinerelatedmanagementpositions.

Howeversometimesweperceivethatwomenlimitstheirpotentialstospecificpostsinthework

setting,thereforeothersalsoperceivethemascapableofhandlinglimitedworksatjob.(Uzma

Alietal.2013)

AccordingtoHerbertandYost(1978)assitedUzmaAlietal(2013),anumberofpeoplebelieve

thatwomenaredisqualifiedfortakingresponsiblepositioninmasculinejobs.Withthis

impressioninmindinpastyearsvarietiesofresearcheshavebeenconductedthroughoutthe

worldfocusingonvariouspsychosocialissuesrelatedtowomen.Withrapidincreaseofwomen

leavingandstayingawayfromhomeforhighereducationandbreadearning,raisesquestionsin

themindofemployersthatwhetherwomencanbehiredforadministrativepost,otherthan

educationalmanagement.Withhiringofwomenonmerit,equalopportunity,theirgradual

promotionsinpublicsectororganizationsandnon-availabilityofmalesforappointmentashead

forparticularfieldsmadehumanresourcemanagementtolookintopossibleappointmentof

highlyqualifiedfemalestoManagementposts.Inspiteofefficientperformanceandincreasein

finance,productionandmarketingoffemaleowned/managedorganizationthereremaina

questioninthemindofmanyemployersthathowwomenmanagercanovercomeparticulartraits
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necessaryandimportantconditionforparticularjob.Nowwecanfindinliteraturethatlotsof

researchesrelatedtoattitudetowardswomeningeneralaswellasinjobandatmanagerial

position,ofmaleandfemalestudents,professionals,colleaguesetc.Theresultswereboth

positiveaswellasnegative.

AccordingtoAlexander’s(2012)assitedAyal(2017),studyprojectstheviewheldbysome

malesinGhanabasicallyholdunfavorabletraditionalattitudetowardsfemalemanagersdueto

culturalfactors.Howeverthisstudywaslimitedinscopeinthatitconsideredattitudeofonly

malesneglectingfemales.Moreoveritneglectedsomeimportantvariablesthathavebeenfound

toinfluenceattitudesuchasage,educationallevel,maritalstatus,interactionorexperiencewith

femalemanagers.ThislimitationechoesthoseofGulhati(1990)whodeployedWomenas

ManagersScale(WAMS)inhisresearchon“attitudetowardsWomenManagers”inIndia.

AccordingtoTesfahunegn(2017),Theattitudelevelofemployeestowardsfemalemanagersis

notfavorable.Thisunfavorableresultisanimplicationthattheemployeesholdanattitudethat

considersfemalemanagersasalessqualifiedandcompetentforthemanagerialpositionthanthe

males.Themaleemployeesholdalessfavorableattitudetowardsfemalemanagersthanthe

femaleemployees.Thisisbecauseofthepsychologicaldominatingneedofthemales,which

dealwiththemtoacceptthefemalesinthesameposition.Genderwasfoundtobesignificantly

affectingattitudeofemployeestowardsfemalemanagers.Theremainingdemographicvariables,

age,maritalstatusandeducationlevelarefoundtohaveinsignificanteffectonattitudelevelof

employees.

Therefore,itisinherenttounderstandtheissuesofattitudesothatwecanworktomaximize

positiveoutcomesandminimizenegativeones.Thus,thepurposeofthisresearchisexamining

thesightofemployeestowardsthemanagerialjobperformanceoffemalemanagers,reasonsfor

negativeattitudeandthebestpossiblesolutionsofdestroyingincorrectnegativeattitude,to

improvetheefficiencyoffemalemanagersjobperformanceinmanagerialpositionand

appreciatepositiveattitudestowardthefemalemanagersbecauseit’simportanttoincentivenext

comerfemalemanagersandalsotopracticetheirrightofgenderequality,tosupportthe

developmentofthecountrybyappreciatingandavoidingworstsocietalcustomandevaluate

femalemanagersbasedontheirmanagerialperformanceatworkplace.
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BackgroundoftheOrganization

On15February1996,Twentythreeyearstothedayfollowingtheestablishmentofthefirst

BankofAbyssinia,anewprivately-ownedbankwiththishistoricname,butotherwisenot

connectedwiththeolderbank,cameintoexistence.BankofAbyssiniaShareCompanyprovides

variousbankingproductsandservicesinEthiopia.Itoffersdepositproductsincludesavings,

demand,specialsavings,andyouth-targetedsavingsprograms.Thecompanyalsoprovidesterm

loans,overdraftservice,andadvancefacilitiestovarioussectors;andissuesdomesticletterof

guarantees,bonds,etc.,aswellaspaymentinstruments,suchascashpaymentorders,demand

drafts,certifiedcheques,etc.Inaddition,itoffersimportandexportletterofcredit

Onthisstudytheresearcherassesstheattitudeofemployeestowardsthemanagerialjob

performanceoffemalemanagersinbankofAbyssinia.

1.2DefinitionofKeyTerms

Thefollowingkeytermsaredefinedastheyarrangedinthisresearchpaper.

Attitude:asettledwayofthinking,feelingaboutsomething.(UzmaAli,2013)

Employee:apersonemployedforwagesorsalary,memberofworkforce.(Ovidiu-Iliuta,2013)

Manager:isapersonworkingforanorganizationwhopracticesmanagement,makesdecisions,solves

problems.(M,K.Badawy.1982),

Leadership:setprioritiesandmotivateyourteammembers.Thisinvolvesself-awareness,self-

management,socialawarenessandrelationshipmanagement.(MuhaiminulIslam.2016)

Demographicvariable:Theprofilesofrespondentsintermsofgender,age,levelofeducation

andmaritalstatus.(EdwardB.etal1998)

1.3StatementoftheProblem

Womenarealmosthalfofthewholeworldpopulation,yetwomenrepresentationinthe

workforceandespeciallyatthemanagerialandexecutivelevelissignificantlylow.Inadditionto

thelowrepresentation,prejudiceanddiscriminatorytreatmentofwomenintermsoftraining,

pays,andcareerdevelopmentisalsoconsistentlyreported.Therearedifferenttheorieswhich
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explainthelowrepresentationofwomenatthemanagerialandexecutivepositionsforexample

rolecongruitytheory,organizationalconstrainttheory,theoryofnumbers,andgatekeeper

theory.SaimaBatoolandMuhammadTahir,(2014).

AccordingtoGrossandTransformationPlanofEthiopiaII(2008-2012),Leadershipbecamea

professionwherewomenshallparticipateonasignificantshareofpositionsanddiversityis

declaredgoodforbusiness.Butleadershipispredominatedbymaleasprerogativeincorporate,

political,militaryandothersectionofsociety.

WomenparticipationinLeadershippositionsofbusiness,political,andsocialworldisfewin

almostallcountriesoftheworldandespeciallyindevelopingcountries.Perceptionsabout

womenhavenotbeenchangedthroughdecadesasmanyworkingwomenarenotgettingproper

status.Violenceagainstwomenisstilloccurringinthesociety.ItisalsotrueinEthiopia,which

isoneofthedevelopingcountriesandnotmaturedenoughtoacceptandeffectivelyimplement

theconceptofwomenequalityandtheirparticipationinleadershippositions.asacountrylevel,

theEthiopiangovernmentconsidersgendersasacross-cuttingissueandworkstomakesurethat

genderisintegratedintopolicystrategiesandprograms.Thegovernmentisexertingitseffortfor

thepolicy,strategiesandprogramstobeimplementedthroughoutallministriesandgovernment

organizationfortheachievementofgenderequality.

Despitetheincreasingeffortsbythegovernmenttoimprovethestatusofwomenandgetwomen

involvedinleadershippositions,theimplementationandthetrendisnotcontinuousand

consistentinmostofgovernmentalorganizations.GrossandTransformationPlanofEthiopiaII

(2008-2012)

AccordingtoMebainAddisAbabain(2011),severalresearchersconductedaresearchrelatedto

employees’attitudeunderfemalemanagerstowardswomenatmanagerialposition.Theresult

indicatedthatemployeesunderwomenmanagershavebothpositiveandnegativeattitudeon

womenasamanager.However,mostoftheworkersheldanddemonstratedunfavorableattitude

towardsfemalemanagers.

AccordingtoTesfahunegn(2017),InEthiopia,wherethecultureismostlymaledominatedand
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hinderingthepotentialoffemales,onecanexpectsameresults(unfavorableattitude),ifnot

worse,asthatofthestudiesmentionedearlier.But,onemightalsoexpectachangedattitude

towardsfemalesingeneral,hencefemalemangersinparticular,duetothewidelydeclared

policyofFemalesEqualityintermsofeducation,jobopportunities,andmanagerialpositions,in

1986EthiopianCalendar.

Previousstudiesmentionedearlier,failedtoconsider“Employees”asaunitofobservationon

analyzingpositiveandnegativeattitudes.Perceptionsaboutfemalehavenotbeenchanged

throughdecadesasmanyworkingenvironmentsfemalesarenotgettingproperstatus.Our

societyisnotmaturedenoughtoacceptandeffectivelyimplementtheconceptoffemaleequality

andtheirparticipationinmanagerialpositions.Althoughthereare63managerialandleadership

positionsinBankofAbyssinia,only14ofthemareleadbywomen.

Fromtheaforementionedpapersandobservedculturalbias,theauthorinferredthatthereexistsa

relativelynegativeattitudetowardsfemaleonmanagerialpositions.Owingtothis,arandom

generalinterviewwereconductedtoemployeeabouttheirfemalemanagersandfoundoutthat

mostoftherespondentstobenegativesotheauthortiredtoaddressthisprobleminthispaper

byinvestigatingtheattitudeofemployeetowardstheirfemalemanagersinamoredetailedway

bydissectingthequestionnaireintodifferentmanagerialfunctions.

Thereasonforthisproblemistakentobetheculturalbiasinthesocietywheretheygrewupand

thelackofampleidolfemalesinmanagerialpositionaroundthebusinessinstitutionsinEthiopia.

However,ifthesekindsofproblemscontinuetoexist,theparticipationofthefemaleinthe

managerialpositionremainsunderwhelming.

Inlinewiththenegativeattitudeinferredfromtherandomemployeeinterview,theybelievethat

femalemanagersareconsideredtobeinefficientontheirpositionsandarefacingdifficultiesin

gettingpromotionsonwhattheyshoulddeservetoget.

Furthermore,asobservedontheaforementionedpapers,theevaluationoftheemployees’

attitudewasmeasuredgenerallyasfavorableandunfavorablehowever,inthispapertheattitude

oftheemployeeswereevaluatedbasedontenmanagerialfunctions.

Moreover,thepurposeofthisresearchpaperistoassesstheattitudeofemployeestowardthe

managerialjobperformanceoffemalemanagersinAbyssiniaBank,reasonstoundermineand
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thereasontosupporttheirmanager’ssightofemployeesbecauseoftheirgender.

Finallytheresearchisexpectedtoidentifyeachandeveryproblemandsoughttogivetheright

recommendationforthecompany,Abysiniabank.Ingeneralthispapertriestoassessthe

employee’sattitudetowardstheirfemalemanagersinmanagerialpositionsinAbisyinabank

headoffice.

1.4ResearchQuestions

1.Whataretheemployee’sattitudestowardsfemalemanager’sjobperformance?

2.Atwhichmanagerialfunctionsarefemalemanagersmorecompetent?

3.Atwhichmanagerialfunctionsdofemalemangerslackcompetency?

4.Whatarethemajorproblemsthatwomenfaceatamanagerialposition?

1.5Objectivesofthestudy

Thestudyhasbothgeneralandspecificobjectives.

1.5.1Generalobjective

ThegeneralobjectiveofthestudyistoassessEmployeeAttitudetowardsFemalemanager’s

managerialjobperformanceatAbyssiniaBank.

1.5.2SpecificObjectives

TheSpecifictheobjectivesare

 ToidentifyemployeeattitudetowardfemalemanagersjobPerformance.

 To.Investigatethemanagerialfunctionrolewherethefemalemanagersshowbest

competence.

 Toinvestigatethemanagerialfunctionrolewherethefemalemanagerslackcompetency.

 Toidentifythemajorproblemsthatwomenfaceatamanagerialposition.

1.6SignificanceoftheStudy
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 Organizations:Theresultofthestudywillhelptogenerateusefulandpractical

informationaboutemployeeattitudestowardsmanagerialjobperformanceoffemale

managersthataremoresignificanttotakepossibleremedytochange,reduceandevento

eliminatethenegativeattitudeandsupportandappreciatepositiveones.

 Society:Itcanbeusefultoallconcernedpartiestogiveattentiontothosedeterminate

variablesofattitudetowardsfemalemanagersinordertodesignanappropriate

interventionprogramorstrategyontheissues.

 Researchers:theuseoftheresearchisextendingtoresearchersandprofessionalsinthis

area.Itcanbeatoolforfurtherresearchintheareaofattitudetowardsfemalemanagers.

Inaddition,asastudentresearcher,itwillhelpmetounderstandthegeneralscenariosin

therealworldaroundthefemalemanagers.

1.7ScopeoftheStudy

Thisstudyfocusedonemployee’sattitudetowardsmanagerialjobperformanceoffemale

managersinAbyssiniaBank.EveniftheBankhasmanybranches,thestudyfocusedonlyon

headofficeworkersandmanagersduetothefactthatthemanagerialpositionsontheheadoffice

arewayhigherthanthebranchoffices.

Themethodofanalysisisalsolimitedtodescriptivestatisticsandfurtherin-depthanalysismight

informstrongevidencesforthemanagementtotakecorrectiveactions.Thestudywasconducted

startingfromNovember2018toJune2019Gregoriancalendar.

Furthermore,Femalemanagershavemanyfunctionstoperformbutthestudyfocusedonthis

measuredmanagerialfunctionssuchasplanning,organizing,communication,directing,

supervision,leadership,motivation,managingconflict,monitoring,evaluating,problemsolving

anddecisionmaking.

1.8LimitationoftheStudy

Theresearchworkhasthefollowinglimitations.

 Lackofup-to-dateliteratureinthestudyareas.

1.9OrganizationoftheStudy

Thepaperwillconsistoffivechapters.Thefirstchapterwilladdressesintroductionpartofthe
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studythatincludebackgroundofthestudy,statementoftheproblem,basicresearchquestions,

objectiveofthestudy,significanceofthestudy,scopeofthestudy,limitationofthestudyand

Organizationofthepaper.Whilethesecondchapterpresenttheoreticalandempiricalreviewof

therelatedliterature.ThethirdchapterdealswithResearchMethodologywhichinclude

Researchapproachanddesign,Population,Samplesizeandsamplingprocedure,Datasources

anddatacollectionmethod,andDataanalysismethod.Thefourthchapterinvolvesdataanalysis

andInterpretationbycontrastingtheactualresultwithreasononobjectives,collecteddataand

literaturefacts,tofindoutthesolutiontopossiblegaps.Thefifthchapter,whichistheclosing

chapter,willfocusonsummary,conclusionandrecommendations.

CHAPTERTWO

REVIEWOFRELATEDLITERATURES

Thereviewcoverssevenmajorsections.ThefirstsectionpresentsDefinitionandTheoryof

Attitude.ThesecondsectionfocusesonDefinitionofManagersandmanagerialtasks.Thethird

sectionoutlinestheRoleofEmployee’sintheorganization.TheforthsectionshowsAttitude

towardsWomenasamanager.ThefifthsectionpresentsGenderrelatedAttitudeatwork.The

sixthandseventhexplainsAttitudeofwomenmanagervsmenmanagersandEmpiricalReviews.

2.1.TheoreticalLiteratureReview

2.1.1.DefinitionandTheoryofAttitude

AccordingtoAlbarracinetal(2018),thepsychologyofattitudesisgenerallyasocialpsychology

ofattitudes.Clearly,cognitivepsychologyhascontributedtoourunderstandingofthemicro

processesinvolvedinattitudeformationandchange,andbiologicalpsychologycanaccountfor

thesensorialmechanismsunderlyingpreferencesforcertainobjects,suchasfoods.Thereis,
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however,areasonwhyattitudeshavebeenafocusinsocialpsychology:Attitudesareoften

learnedfromothers,makeindividualssimilartomembersoftheirgroups,andareaffectedby

socialpressureandpersuasion.theactofattemptingtochangetheattitudesofanotherperson.

AllportG.W,hasdefinedattitudeas,"amentalandneutralstateofreadiness,organizedthrough

experience,exertingadirectiveordynamicinfluenceupontheindividual'sresponsetoallobjects

andsituationswithwhichitisrelated.AccordingtoM.Fishbein,"Attitudeisdefinedasan

implicit.Drive-producingresponseconsideredsociallysignificantintheindividual'ssociety.

2.1.2.DefinitionofManagersandManagerialTasks

AccordingtoM,K.Badawy(1982),Amanagerisapersonworkingforanorganizationwho

practicesmanagement,makesdecisions,solvesproblems,andisresponsiblefortheworkofat

leastoneotherindividualreportingtohim.Theultimategoalofthemanagerofcourse,istohelp

theorganizationachieveitsobjectivesinacertainfunctionalarea.

Allmanagersperformsimilardutiesindirectingtheresourcesforwhichtheyareaccountable,

subject,ofcourse,tothepreviousqualificationsconcerningareaccountable,subject,ofcourse,

tothepreviousqualificationsconcerning theirfunctions,managementlevel,andthetypeof

authoritytheyhave.Thesedutiesknownasthefunctionsofmanagementincludeplanning,

organizing,directing,andcontrolling.Totheextentmanagersareunsuccessfulinundertaking

theseduties,noresultswillbeachievedsincemanagementisinthehandsof"poorgenerals".

Decisionmakingisalsoanintegralpartoftheplanningfunctionwhichrequirestheidentification

oftheoptionsavailableineveryfunctionalarea(i.e.,marketing,engineering,production,R&D,

andsoon)andchoosingbetweentheseoptions.Inshort,decidingonplansofactiontoguidethe

performanceofmajoractivitiesinaccordancewithcompanyphilosophy”thewaywedothings

aroundhere”istheessenceofplanning.

Controllingistheprocessofestablishingstandardsofperformance,evaluatingactual

performanceagainstthesestandards,andcorrectingdeviationsfromstandardsandplans.The

controllingfunctionisanintegralpartofthemanagementprocessandatwinfunctiontothe

planningprocess;employingappropriatestandardsandgettingcontinuousfeedbackare

necessaryifanorganization’sprogresstowardgoalaccomplishmentistobemonitored.

DirectingEffectivehandlingofpeople-subordinates,supervisors,andassociates-istheother
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majorfunctionofmanagers.Managersspendasignificantportionoftheirtimedirectingand

coachingthepeopleworkingforthem.

Motivatingistheprocessofgettingemployeestoperformtheworkassignedtotheminamanner

thatmeetsorsurpassesexpectedstandardsofperformance.Becauseoftheintrinsicnatureof

motivation,differentschemeshavetobeemployedwithdifferentgroupsofemployeesto

stimulateperformanceandproductivity.Fundamentaltothesuccessofanymotivationalplanis

theextenttowhichtheintendedmotivatormeetstheneedsoftheemployeesfromwhomitis

designed.

Communicatingcanbedefinedastheprocessoftransmittingmeaningtoothers-theprocessby

whichpeopleexchangefacts,ideas,andemotions.Thekeytomanagerialeffectivenessis

effectivecommunicationtotheextentthatonecansafelysaythatmanagementiscommunication.

Obviously,theimportanceofcommunicationgoeswellbeyondmanagementandorganizationsit

isafactorenormousimportanceineverywalkoflife.

Leadershipentailsinfluencingagroup'sactivitiesinordertoaccomplishcertaingoals.It

involvesthebehaviorofbothleaderandfollowers.Inmanagerialleadership,onepersonexerts

socialinfluenceovermembersofagroup.Whileamanagermightormightnotbealeader,

assumingaleadershiproleandservingasamodelforhispeopletoemulatecanbequitehelpful

inaccomplishingorganizationalanddivisionalobjectives.Ineffect,whereascontrolfocuseson

thedirectionofhumanbehavior,leadershipisneededtocauseindividualstoperforminadesired

manner.However,managementandleadershiparenotsynonymous;Leadershipissimplya

managerialstyle.Amanagercanbeeffectiveandthussucceed-byadoptingothermanagerial

stylesaslongastheyfittherequirementsofthesituation.Hence,managingismuchbroaderthan

leading.

Managingconflictbecauseofrelativelylimitedresources,authorityrelationships,internalpower

struggles,anddifferentindividualmotivations,conflictisusuallyacharacteristicofinterpersonal

andinterunitrelationshipswithintheorganization.Resolvingconflict,aswellasusingit

constructivelytoproducenewinformationandtostrengthenrelationshipsbetweenindividuals

andgroups,isanimportantmanagerialtask.Conflictmanagement,thus,isaninterpersonalskill

ofenormousimportanceformanager’satallorganizationallevels.
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AccordingtoJanetShapiro(2001),Planningisthesystematicprocessofestablishinganeedand

thenworkingoutthebestwaytomeettheneed,withinastrategicframeworkthatenablesyouto

identifyprioritiesanddeterminesyouroperationalprinciples.Planningmeansthinkingaboutthe

futuresothatyoucandosomethingaboutitnow.Thisdoesn’tnecessarilymeanthateverything

willgoaccordingtoplan.Itprobablywon’t.Butifyouhaveplannedproperly,yourabilityto

adjust,withoutcompromisingyouroverallpurpose,willbethatmuchgreater.

AccordingtoLjiljaandVesna(2005),Organizing,asthephaseofmanagementprocess,solves

theproblem ofaninternalorganizationalstructureofenterprise,managerialauthorityand

responsibilitydivision,aswellasofselectingpeopleandwaysofperformingbusiness

activities.Controlling,asthephaseofmanagementprocess,includescomparisonofplannedand

achieved results,forreacting to possible deviationsand taking eventualcorrective

actions.Communicatingisthephaseofmanagementprocess,meanstransferringinstructionsand

informationthroughtheenterprise'smanagement.

2.1.3.TheRoleofEmployee’sintheOrganization

AccordingtoIvetaGabcanova(2011),statedthathighly-motivatedandloyalemployees

representthebasisofcompetitivecompany.Thegrowthofsatisfactionistobereflectedinthe

increaseofproductivity,improvementoftheproducts’qualityorrenderedservicesandhigher

numberofinnovations.Satisfiedemployeesformpositivereferencetotheemployerandthus

increaseitsattractivenessforpotentialjobseekersandstrengthenitscompetitivepositioninthe

market.Managementofthecompanydoesnotoftenknowopinionsofownemployeesand

underestimatesdependencebetweensatisfactionofemployeesandtotalsuccessfulnessofthe

companyinthemarket.

AccordingtoOvidiu-IliutaDobre(2013),Motivationandperformanceoftheemployeesare

essentialtoolsforthesuccessofanyorganizationinthelongrun.Ontheonehand,measuring

performanceiscriticaltoorganization’smanagement,asithighlightstheevolutionand

achievementoftheorganization.Ontheotherhand,thereisapositiverelationshipbetween

employeemotivationandorganizationaleffectiveness,reflectedinnumerousstudies.
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Thispaperaimstoanalyzethedriversofemployeemotivationtohighlevelsoforganizational

performance.Theliteratureshowsthatfactorssuchasempowermentandrecognitionincrease

employeemotivation.Iftheempowermentandrecognitionofemployeesisincreased,their

motivationtoworkwillalsoimprove,aswellastheiraccomplishmentsandtheorganizational

performance.Nevertheless,employeedissatisfactionscausedbymonotonousjobsandpressure

fromclients,mightweakentheorganizationalperformance.

Therefore,jobsabsenteeismratesmayincreaseandemployeesmightleavetheorganizationto

jointcompetitorsthatofferbetterworkconditionsandhigherincentives.Notallindividualsare

thesame,soeachoneshouldbemotivatedusingdifferentstrategies.Forexample,oneemployee

maybemotivatedbyhighercommission,whileanothermightbemotivatedbyjobsatisfactionor

abetterworkenvironment.Ovidiu-IliutaDobre(2013).

2.1.4.AttitudetowardsWomenasaManager

AccordingtoEdwardB.YostandTheodoreT.Herbert(1988),attitudestowardwomenasa

managerAttitudesplayacentralroleintheformationofpeople’sbeliefsandbehaviors.Yet

attitudesareintangibleandunobservable;peopleoftenareunawareoftheirspecificattitudesand

themannerinwhichtheyaffecttheirbehavior.Manyattitudesaredevelopedandmaintainedina

non-logicalfashion,experientiallyandunsystematically,ratherthanastheresultofrational

analysis.Attitudesarepowerfulinfluencesonthebehaviorofpeopleatwork(Herbert&Yost,

1978b).

Ifasupervisordevelopsaspecificattitudetowardanunrulysubordinate,itislikelytoaffect

theirfutureinteractions.Ifasupervisorhasageneralizedattitudeaboutagroupofindividuals

whoarecharacterizedbysomeattribute,itislikelytoaffectthesupervisor’streatmentofeach

memberofthatgroupwithwhomheorshecomesintocontact.Suchbehaviormayrangefrom

preferentialtreatmenttoexclusionary,discriminatoryactions.
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AccordingtoGamzeKutluandYaseminAkbulut(2017),Attitudestowardsfemalemanagersin

hospitals:CasestudyofTurkey.Healthsectoristheoneofthemainfieldsofworkforfemales;

yettheyareunderrepresentedinseniormanagementpositions.Thisstudywasconductedto

evaluatetheattitudesofhospitalstafftowardsfemalemanagersinastatehospitalinAnkaraand

alsotodeterminethevariationinattitudesaccordingtosocio-demographicandoccupational

characteristicsoftheemployees.AttitudetowardsWomenManagersScale,developedby

Berkman(2005),wasused.Thesampleconsistedofatotalof348subjectsincludingmanagers,

physicians,nursesandotherhealthcarestaff.

Thestudyfoundsignificantdifferencesinthetotalscoresofattitudestowardsfemalemanagers

betweenmaleandfemalesubjects.Thedifferencesinattitudescores“workethic”dimension

regardingthetotalworkingtimeandworkingtitlewerestatisticallyfound.Employeeswith16

yearsandaboveatworkalsothetechnicians&administrativestaffhadamoreunfavourable

attitudetowardsfemalemanagers.Regardingthelevelofeducation,employeeswithahigh

schooleducationhadthemostunfavourableattitudeinthe“professionalbehaviour”dimension.

Resultsindicatedthathospitalmanagementcandevelopinstitutionalpoliciesaddressingsocial

genderequality,implementtrainingprogramsandprojectstopromotepositiveattitudinal

changesamongemployeesespeciallytowardsfemaleones.GamzeKutluandYaseminAkbulut

(2017).

AccordingtoSaima&Tahir(2015),conductedastudyonattitudetowardsfemalemanagerin

PakistanevidencefromBanking,Education,andTelecomsector.WomeninPakistanencounter

familial,culturalandorganizationalbarriersduringtheircareerswhichconstraintthemfrom

reachingtomanageriallevelpositions.Despitesuchbarrierswomenaremakingtheirway

throughsuchbarricades.Oncereachtothemanagerialpositions,thereislittleattitudinal

problemtheyface.OurresultsshowthatworkersinPakistanareshowingpositiveattitudeas

wellasbehaviortowardsfemalemanagers.Attitudetowardsfemalemanagersdiffersbasedon

somepersonalfactorssuchasgender,age,education,upbringing,religiousorientationandsome

organizationalfactorssuchasorganizationalownership,organization’snationality,andsector.

TheresultdoesnotmeanthatwomeninPakistanarehavingsamedegreeoffreedomorequality



15 Page

asfoundinmostdevelopednation.Theseresultsareonlyanindicatorofstartofanewerawhere

situationisturningtobefavorableforwomen.Overall,thereisstillalotmoreneedtobedone

whichrequirespersistenteffortsfromwomenaswellasfromorganizations,government,and

othersocietalactors.

AccordingtoAlexanderPreko(2012),Thestudyexaminestheviewsofmaleemployees

workingunderfemaleheadsinselectedorganizationsinGhana.Theresearchissignificant

becauseittestifieshowmalenegativelyregardfemaleheadsdespiteseriesofbothinternational

andnationalconferencesandplatformsthatadvocateforwomentoassumemanagerialpositions

attheworkplace.Thestudyemployedacasestudyanddescriptiveresearchdesign.Thesample

sizewas122respondentsfrom17organizations.Apurposiverandomtechniquewasusedto

selectonlymaleemployeeswhohaveworkedorarestillworkingunderfemaleheads.

Questionnairesandsecondarydatawereusedtocollectdata.

TheStatisticalPackageforSocialSciences(SPSS)wasusedtoanalyzedatawhichwere

presentedintosimpledescriptivetables.Thestudyrevealedthatmajorityofthemaleemployees

(69.5%)preferredtoworkundermalemanagersandcodedmanagerialpositionsasmasculine

position.Itisrecommended,therefore,thatmaleemployeesshouldembraceandintegratefemale

headsindecisionmakingpositions,aswomennowconstitutemajorityoftheworkingpopulation

intheworld.

AccordingtoHelenKetal(2014),conducttheirresearchonAttitudeofPrivateandPublicSector

EmployeestowardsFemaleManagersinGhana.Manythink-tanksandadvocacygroupshave

soughttohighlighttheneedtoembracewomennotonlyinmainstreamemploymentbutmore

importantlyinleadership.Thepresentstudy,whichisacomparativestudy,lookedatthe

differencesbetweenthetraditionalviewofwomenandtheattitudeofemployeestowardsfemale

managersintheprivateandpublicsectorsofGhana.

Thestudypurposivelyselected120respondentsfromtwoprivateandpublicsectororganizations

withparity.Independent‘t’testwasemployedinanalysingthefourhypotheses.Employeesfrom

publicorganizationsshowedmorefavourableattitudetowardsfemalemanagersthanemployees
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fromtheprivatesector.Employeeswhohadhadsatisfyingpreviousinteractionswithfemale

managerswerelikelytoexpresspositiveattitudetowardthemthanthosewhohadhadregrettable

experiences.

Femaleemployeesandyoungeremployeesdemonstratedmorefavourableattitudestoward

femalemanagersthanmaleandolderemployees.Thepresentfindingslendsupporttothesocial

identitytheorythatwomenwouldbemorereceptivethanmaletotheappropriatenessofhaving

womenserveinmanagerialrolesbutcontradictthepositionoftheroleincongruitytheorythat

womenperformingageneticrolescharacteristicofmenwillberesistedbecausetheyare

performingrolesuncharacteristicoftheirgender.Implicationforemployers,administratorsand

policymakersarediscussed.

AccordingtoAbyssinialaw.comWomenconstitutehalfoftheEthiopiapopulation.Itisafact

thatanypolitical,economicandsocialactivitythatdoesn’t involveandbenefitwomen

cannotbefruitfulbecausesuchanactivityisbasedonhalfthemanpower,halfthe

knowledge,halftheeffort,etc..ofthatwhichisavailableinthecountry.Thoughwomen’s

rightstoequalparticipationandbenefits,withmencan’tbeseenseparatelyfromtheoverall

economicandpoliticalProgressinsociety,itisanestablishedfactthatwomen’srights

needspecialattentioninthechangeprocess.Inthisregard,thebiggestvictoryforthestruggle

ofEthiopian women isthe establishmentofthe FDREConstitutionwhichproclaimed

theirfullrights,followedbytheWomen’sPolicy,theratification oftheFamily Law,the

amendmentoftheCriminalCodeinawaytostopabusescommittedagainstwomen,etc...These

provisionshaveasignificantroletoplayintheefforttoanswerEthiopianwomen’squestfor

equality.

Thestruggleistoensurewomen’sparticipationandbenefitsineducation,healthandother

developmentalfields.TheachievementthatEthiopianwomenhavegrasped,sofar,canbe

termedastrulyencouraging.Thisprovesthefactthatourcountryhasembarkedonthe

democraticpathbutitneedstobesaidthattheworkdonesofarandtheachievedresults,

whenmeasuredinrelationtothechallengeswomenfaceinthiscountry,havealongway

togobefore Ethiopian women’sissuesaresatisfactorilyaddressed.Currently,ensuring
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women’sequalityandtheirequalparticipationintheeconomic,socialandpoliticalfieldsisa

basicquestionthatneedstobeaddressedwithspecialattention.Understandingtheburning

natureoftheissuetheFDREgovernmenthasstartedactivitiesinabidtosolvetheexisting

challengesinaplannedandintegratedmannerbypreparingapackageforwomen’sdevelopment

andchange.Tohelpthiseffort,thegovernmentconductedastudycoveringeconomicsocial

andpoliticalissuesandthechallengesthatwomeninbothruralandurbanareasface.The

studywasconductedinOromiya,Amhara,theSouthandTigrayregions.Thoughthestudy

tookalongperiodoftime,itwascompletedinthesetdirectionandreportspresented.

Itisbelievedthatthefindingsofthestudywillcreateunprecedentedawarenessaboutthemajor

challengesthatwomenfaceinourcountry.Theywillalsoinitiateimportantsolutiondirections

andbecomeaninputtothedesiredpackage.

Thestudyfocusedonfourregions.Astudyregardingpastoralistandsemipastoralistareaswill

beconductedincollaborationwiththeregionswherepastoralistisprevalent.Consequentlythe

Women’sDevelopmentAndChangePackage,thattakesthespecialcircumstancesofthese

regions,willbeprepared.Inaddition,thereareasignificantnumberofwomenthat need

special assistance. Thus, these women shall bebeneficiariesfrom thenational

developmentprocessaswellastheimplementation oftheWomen’sDevelopmentand

Changepackage.Finally,anindependentparticipationandbenefitensuringtoolforwomenwill

bedesignedbypertinentbodiesandimplemented.

2.1.5.GenderrelatedAttitudeatWork

AccordingtoEdwardB.YostandTheodoreT(1988),becauseattitudesarepervasiveand

powerfulinfluencesonbehavior,itisimportanttoconsidertheirroleinthetreatmentbothby

menandbyotherwomenofwomeninmanagerialpositions.Asupervisor’sattitudesaboutthe

abilityofwomentoserveinmanagerialcapacitieswillaffecttheextenttowhichheorshe

judgesafemale’sperformanceorgrantsorwithholdsdevelopmentalopportunities.This

identificationisnecessaryifwearetoachieveequityinthedegreetowhichormannerinwhich

womenaretrainedanddevelopedformanagerialpositionsorareassignedtosupervisorswho

willencouragethemandserveasmentors.
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2.1.6.AttitudeofWomenManagervsMenManagers

AccordingtoGulhati(1990),firstIndianresearcherwhotoconductastudyon“Attitudetowards

WomenManagersinIndia”,onFebruary1990.TheresearcherfoundoutinthestudythatIndian

womenmanagershaveamorepositiveattitudetowardswomeninmanagementthanIndianmen

managers.TheresearcherusedtheWomanasManagersScale(WAMS)tomeasureattitude;the

widelyusedattitudemeasurementscale.ThisstudybyGulhatiwasareplicationofprevious

studyconductedinUSA,whichalsoresultedinthesamefindings.Theresearcherpresented;

“althoughfactorssuchas:age,joblevel,andhighereducationlevel,areexpectedtoinfluence

attitude,theyappearedtohavenosignificantimpactontheWAMSscore.Theonlyvariablethat

explainsattitudewasfoundtobegender.”

2.2.EmpiricalLiteratureReview

AccordingtoMuhaiminulIslam&SultanaNasira(2016),AttitudetowardsWomenLeadership

inOrganization,StudyonGovernmentSectorofBangladeshattemptedtomeasurethe

contemporaryperceptionofthepopulationofBangladesh,especiallyinthegovernmentoffices.

Thenotionthatgovernmentshouldpatronizetheeconomicculturethatwillultimatelyproducea

socialbelieveinthepopulationisthemotivationofbehindthestudy.Thecontributionofwomen

inworldwideeconomyishugeandtheunderutilizedpotentialityofthisparticularcommunity

hasrecentlybeennoticedandimmenseresearchworkindifferentcountrybeenundertakento

improvethesocialdynamics.Leadershiphasbeenmeasuredbyvariousdifferentpsychological

andpersonaltraits.Thisstudypicked“management”capabilityasmeasureof“leadership”asthe

studyisintendedtogiveinsighttothebusinesscommunity.

Adynamicresearchconstructservedthepurposeofthestudy.A3wayresponseiscollected

fromthefemalemanager,thesuperiortothefemalemanagerandthesubordinatesofthefemale

managersin13governmentofficesofKhulna.From thisconvenientsample,apersonal

interviewofeachsampleunithasbeenconductedtogetadetailedandhonestimpressionofthe

respondents.Thequestionnaireprovidedforthefemalemanagersisqualitativeasthisstudyis

newinBangladeshiperspectivetheopenendeddiscussionismorelikelytodisclosewiderange

ofrelevantfactors.Theresponsesofthesuperiorandsubordinateshavebeencollectedin

quantitativetermstoproducecomparablestatistics.
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Thefindingsofthestudyprojectvariousindicationsabouttheconcernedissue.Superiorstothe

femalemanagershaveweakpositiveview about“womenleadership”ingovernment

organizations.Subordinatesalsohavepositiveattitudebuttheresponseswerenotconsistent.

Thereissignificantdifferenceinresponsebetweensuperiorsandsubordinates.Theresponsesof

subordinatesaremorescatteredincomparisontothesuperiors.Predominantly,female

communityhasmorepositiveviewaboutwomenleadershipthanmaleone.Femaleleaders

pointedoutmanysocialanddemographicfactorsplayingrolebehindthedifferenceand

indifferenceofattitude.Finally,withtheobjectivesachieved,thisstudyconcludeswithavery

organizedandspecificknowledgeofthepopulationbehaviorabouttheconcernedissue.

AccordingtoYoncaA.Berkman(2005),thestudydevelopedanewmeasuretoassessthe

attitudestowardswomenmanagers(ATWoM).Despitethefactthatwomenareincreasingly

moreactiveinworklifeandalargenumberofwomeninTurkeyhavehigh-statusprofessions,

theratioofwomeninseniorexecutivepositionsisstilllowduetotheglassceilingphenomenon.

Thispaperreportstheresultsoftwostudies.Thefirststudywasqualitativeandgenerateditems

forthenewscalethroughin-depthinterviewsonmanagerialcharacteristicswith37employees

from eightdifferentorganizations.Thesecondstudytestedthepsychometricpropertiesof

ATWoMandaimedatidentifyingthefactorsaffectingtheattitudes.

Atotalof460respondentsfilledoutaquestionnaireassessingtheattitudestowardswomenin

management.FindingsshowthatATWoMcorrelatedpositivelywithWomenasManagersScale

(supportingconvergentvalidity),negativelywithtraditionalgenderrolestereotypes(supporting

divergentvalidity),andpositivelywiththestrengthofpreferencetoworkwithwomenmanagers

(supportingconcurrentvalidity).

Thepercentofwomenmanagersintheorganizationmoderatedtherelationshipbetween

ATWoM andgenderrolestereotypesforwomen,butnotformen.Thequalityofwork

experiencewithwomenmanagersmoderatedtherelationshipbetweenATWoMandgenderrole

stereotypesformen,butnotforwomen.Thedurationofworkexperiencedidnothavea

moderationeffectontherelationshipbetweenATWoMandgenderrolestereotypes.Thenewly
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developedscalehasthepotentialtocontributetothehumanresourcesmanagementpracticesin

organizations.

ThesituationissimilarinTurkey;someresearchsuggeststhatwomenarelesspreferredthan

meninmanagerialpositions.InasurveyconductedbyErnst&YounginTurkeyon‘Beinga

womaninthebusinessworld’,respondentswereaskedabouttheirpreferencetoworkwitha

maleorafemalemanager:‘Whatwouldyouprefertobethegenderofyourmanager?’(Ernst&

Young,2003).Alittlemorethanhalfofthe1003respondentshadnopreference,andtherest

mostlypreferredtoworkwithmalemanagers(Ernst&Young,2003).Only6.8%offemale

employeesand14.7%ofmaleemployeespreferredtohaveafemalesupervisor.

AccordingtoUzmaAlietal(2013),conductedastudyonattitudetowardswomenmanagersin

Pakistan.Thestudywasundertakeninordertoinvestigatethedifferenceinattitudetowards

womeninmanagerialpositionbetweenmaleandfemaleemployees.Itisacomparativestudyin

which50employeesincluding25maleand25femaleparticipatedasasample.Theminimum

educationalqualificationwasgraduation.Aftertakingtheirconsenttheywereindividually

requestedtofillinthedemographicdatasheet,followedbyAttitudestowardWomenas

Managers(ATWAM)Scale.Forstatisticalanalysist’testwasapplied,whichindicatesthatthere

isnosignificantdifferencebetweenmalesandfemalesintheirattitudetowardswomenmanagers

inPakistan.

AccordingtoAyalBeyene(2017),conductastudyonattitudetowardsfemaleleadersinthe

contextofEthiopianShippingandLogisticsServiceEnterprise(ESLSE).Thestudyusedmixed

researchapproaches(qualitativeandquantitative)andmixedresearchdesigndescriptive.

Descriptivestatistics(percentage,frequency,andmeanandexplanationwereusedtoanalyzethe

data.ToassesstheattitudeofSuperiorsandSubordinatestowardsfemaleleaders,closedended

questionnaireandinterviewwereusedthedatawereanalyzedwithdatacollectedfrom3Deputy

CEOs,4,Directorsandallsubordinatesunderthesupervisionoffemaleleaderswereabout189.

Thefindingsofthisstudyshowthattheattitudelevelofsuperiorstowardsfemaleleadersisnot

favorable.
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Thisunfavorableresultisanimplicationthatthesuperiorsholdanattitudethatconsidersfemale

leadersasalessconfident,irresponsiveandunabletomakedecisionforthemanagerialposition

thanthemales.Similarlysubordinatesattitudetowardsfemaleleadersisnotfavorable.This

unfavorableresultisanimplicationthatthesubordinatesholdanattitudethatconsidersfemale

leadersasalessqualified,andbiasedforthemanagerialpositionthanthemales.Failuretobe

committedtohandlethemanagerialresponsibility,beforcefulinmanagerialpositionthat

demandit,beingaggressiveinabusinesssituationoftheenterprise,arethereasonssuperiors

underminewomenleadersandsubordinatesdisrespectanddisobeyedfortheirinstructionina

daytodaybusinessoftheenterprise,lostconfidencebysuperiorstomakeadecisionbasedon

informationcamefromfemaleleaders,mistreatbysuperiors,deficiencyofenoughtimeto

exercisetheirresponsibilitiesatamanagerialpositionasmen,arethemajorproblemsthat

womenfaceatamanagerialpositionandhinderwomenleaderstoexercisetheirresponsibilities

asmen.

AccordingtoTesfahunegnWogi(2017),thestudyisfocusedonexaminingtheattitudeof

workerstowardsfemalemanagers.Itisaimedatmainlyfindingoutwhetherunfavorableattitude

towardsfemalemanagersexistsamongemployeesandthestudyisbelievedtocontributetoall

leveloffemalemanagersworkingnotonlyinAwashBankbutalsowithdifferentorganizations.

Thestudyusedcrosssectionalsurveymethodtoinvestigatetheoverallattitudeofemployees,

primaryandsecondarydatacollectiontechniquecollectedfrom magazine,websiteand

pamphlets,forthepurposeofthisresearchistoidentifytheattitudesofemployeesofthebank

whichareworkingwithfemalemanagers,samplesaretakenfromthetotalpopulationthatisthe

employeesintheselectedorganizationshavingfemalemanagersastheirimmediateorhighlevel

supervisors.

Employeesaresurveyedandtherewasmeasuredusingthewidelyusedattitudemeasurement

scale,WomanAsManagersScale(WAMS)andthedataprocessedthroughsoftwarecalled

StatisticalPackageforSocialScience(SPSS).Theresultsofthedataanalysisshowedworkers

holdunfavorableattitudetowardsfemalemanagers.Further,genderwasfoundtobe

significantlyaffectingtheattitudeofworkers,amongthefourdemographicvariablesage,gender,

maritalstatusandeducationlevelusedinthestudy.
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Asdiscussedontheempiricalliteraturereviewabove,thestudiesfocusedgenerallyaboutthe

attitudeofemployees’attitudetowardstheirfemalemanagerandratedasgrosslyfavorableand

unfavorable.Takingtheinitiativefromtheseresearchestheauthordissectedtheevaluation

criteriaintotenmanagerialfunctionsandtriedtoevaluatetheemployees’attitudetowardstheir

femalemanagerfocusingonAbyssiniabank.

2.3ConceptualFrameWork
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MonitoringandEvaluatingManagingConflictMotivation

Figure2.1ConceptualFrameWork

CHAPTERTHREE

RESEARCHDESIGNANDMETHODOLOGY

Thischapterpresentstheelementofmethodologythatisappliedinthestudy.Thischapter

coversresearchdesignandapproach,populationsamplesizeandsamplingtechnique,data

gatheringinstruments,procedureofdatacollection,pilottesting,methodofdataanalysisand

ethicalconsiderations.

3.1ResearchDesignandApproach

Descriptiveresearchdesignisusedtoassessemployeeattitudetowardstheirfemalemanagers’

managerialjobperformanceandprovidingpossibleconclusionandrecommendations.Lewisand

Thornville(2007)indicatethatresearchdesignisthegeneralplanningabouthowtheresearcher

willgoaboutansweringhisorherresearchquestions.Theresearchdesignusedmayvaryfrom

researchtoresearch.Thetypeofresearchemployedisdescriptive,itusedtoassessandanalyze

thedemographicandbackgroundinformationoftherespondents.Descriptivestudyishelpful

whenaresearcherwantstolookintoaphenomenonoraprocessinitsnaturalcontextsinorder

togetitsoverallpictureinsteadoftakingoneorsomeofitsaspectsandmanipulatingitina

simulatedoranartificialsetting.
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3.2PopulationsSampleSizeandSamplingDesign

3.2.1TargetPopulation

Thestudytargetedonlythosefemalemanagers,Directorsandfemaleteamleaders.Inthe

managerialpositionthereare14(fourteen)femalemanagersandteamleaders.Theemployees

underthesupervisionoffemalemanagersare97(ninetyseven).

Thequestionnairewasdistributedtotheninetysevenemployeestogathertheirinputtowards

theirfemalemanagerswhereasinterview wasconductedtothefourteenfemalesonthe

managerialpositiontofindouttheproblemthattheyfaceonthework.

3.2.2SamplingTechniques

Sincethetargetemployeeandmanagerswerefewinnumber,censusisused,asrequiredfora

smallpopulationsize.Itmeansallninetysevenemployeesandallfourteenmanagersandteam

leadersareparticipatedinthestudy.Conductingacensusoftenresultsinenoughrespondentsto

haveahighdegreeofstatisticalconfidenceinthesurveyresults.

3.2.3SampleSize

97employees,whoareunderthesupervisionoffemalemanagersandteamleadersinAbyssinia

Bankheadoffice,areconsideredasthetargetpopulationforthisparticularstudy.Considering

thesmallsizeofthepopulation,theresearcherincludedallofthemonthestudy.

3.3SourceofData

Theresearcherusedprimarydatawhichiscollectedthroughquestionnairesdistributedto

workersofAbyssiniaBankinthementionedheadofficeandtheinterviewconductedwiththe

femalemanagers.

3.4DataGatheringInstruments

MainlythedatacollectiontoolthestudyusedisquestionnairesandInterviews.Questionnaire

wasselectedbecause,firstly,itiseconomicalintermsofresearchertime,effortandcostthan

mostothermethods.Secondly,itismoreappropriateandfoundeasyforrespondentstofilland

forwardtheirfeelingsandresponsesforquestions.Itkeptawayfromresearcherbias,guiding

andcuesthatcanimpactthelegitimacyandreliabilityofthedatacollection.Thirdly,itis

throughquestionnairesthatstandardizedresponsesgatheredBhattacherjee,(2012),asstated

Ayal(2017).
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Interviewwasalsoconductedwithconcernedfourteenmanagersandteamleaders.Themajor

purposeoftheinterviewwastosubstantiatecertainfactsthattheresearcheralreadythought.

Thereforeinterviewswereconductedtoenhanceandsupplementtheresultsofthestudy.During

theinterview attitudetowardsfemalemanagerswasraisedandtheanswersweregiven

accordingly.

3.5ProcedureofDataCollection

Acopyofthequestionnaire,distributedtorespondentsatworkplaces.Theresearcherexplained

thequestionstotherespondentsthoroughlyaftercopiesofthequestionnaireweregiventothem.

Itisassumedthattheemployeesdidfullyunderstandthequestionnaireastheyarealleducatedat

leasttotheleveloffirstdegree.Theexplanationwasdesignedtohelptherespondentsto

understandthepurposeoftheresearch,andtobeabletoprovidetheirindependentopinionson

thequestionnaireitemsgiventothem.Theresearcherwentbackandcollectedtheanswered

questionnaires.Tohaveavalidandreliabledata,theresearcherensuredthatthequestionswere

wellformulatedwhichallowserrorminimization.Interviewwasconductedwithmanagersand

teamleaderstoassesstheirattitudetowardsfemaleManagersjobperformancetoidentifythe

problemtheyfacedatamanagerialposition.

3.6PilotTesting

AccordingtoAmbayeAsefe(2018),“pilottestinginvolvestryingoutaself-developed

questionnaireonasmallgroupofindividualstogetanideaofhowtheyreacttoitbeforethe

finalversioniscreated”.Apilotstudywasconductedtotestclarityandsustainabilitybeforethe

instrumentsforthedatacollectionweredistributedtotherespondents.Theresearcherbeganby

pilottestingtheresearchinstrumentonasmallsampleof20respondentsonthetargetpopulation

thathavesimilarcharacteristicstothetargetpopulation.

3.6.1Validity

Validityreferstotheextentofaccuracyoftheresultsofthestudy.AccordingtoR.Kothari

(2004),Validityisthemostcriticalcriterionandindicatesthedegreetowhichaninstrument

measureswhatitissupposedtomeasure.Validityistheextenttowhichdifferencesfoundwitha

measuringinstrumentreflecttruedifferencesamongthosebeingtested.asstatedonthe
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methodology,questionnaireusedtocollecttheprimarydata.Meanwhile,thequestionnaireswere

adoptedfrompreviousstudies,suchasTesfahunegne(2017)andAyal(2017).Therefore,toassure

validityoftheinstrument,theresearcherhasgivenachanceforprofessionalsontheareato

reviewthequestionnaireandtheadvisorvalidatedit.

3.6.2Reliability

Reliabilityreferstothestabilityofthemeasureusedtostudytherelationshipbetweenthe

variables(Ghaurri&Gronhaug2005).A measurementinstrumentisreliableifitprovides

consistentresults,(R.Kothari,2004).Hence,toprovereliabilityoftheinstrument,theresearcher

distributed20questionnairesasapilottestandthenwouldmakesomeadjustmentiftherewas

anyinconsistency.Finally,reliabilityofthequestionnaireweretestedbyusingCronbach‟s

Alpha.Cronbach’sAlphaisthemostcommonwaytoassessthereliabilityofself-reportitems.It

hasamaximumvalueof1.0.Valuescloserto1.0reflectsastrongrelationshipbetweenthetest

items.Instrumentshasgenerallyconsideredreliablewhentheyhaveanalphavalueof0.70or

higheronascaleof0to1(Rubin&Bobbie,2009).

Table3.1ReliabilityAnalysis

Variables Cronbach'sAlpha No.ofitems

Planning 0.901 3

Organizing 0.894 4

Communication 0.915 5

Supervision 0.834 5

Leadership 0.713 5

Motivation 0.860 4

Managingconflict 0.903 4

Monitoringandevaluation 0.915 5

Problemsolving 0.915 4

Decisionmaking 0.967 4

OverallResult 0.982 43
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Source:-SPSS2019

Accordingly,beforethequestionnairewasformallydistributedapre-trialreliabilityanalysiswas

performedon20completedquestionnaire(having43questions).Inthisstudythevalueof

cronbach‘salphais0.982whichisgreaterthanthestandardvalue,0.700.Thusitcanbe

concludedthatthemeasuredusedforthisstudyisvalidandhighlyreliable.

3.7MethodofDataanalysis

Aftercollectingvitaldata,itwasanalyzedandinterpretedbasedonliteraturereview.Theitems

weregroupedbasedontheresponsesgivenbytherespondentswerecodedforeasyusageofthe

StatisticalPackageforSocialSciences(SPSS)softwarefortheanalysisofdescriptivestatistics.

Thenecessaryanalyticaldevice,suchasfrequency,percentage,meansandaggregatedmean

wereused.Thecollecteddatahasbeensortedthroughapplicabletable.Thereasonbehindforthe

selectionofthesemethodswaseasyfortheresearcherandreaderstoanalyzeandunderstandthe

mainideaoftheresearchandexaminethepositiveandnegativeattitudeofemployeetowards

theirfemalemanager’sjobperformance.

3.8EthicalConsiderations

TheemployeesatBankofAbyssiniaweretreatedfairly.Everyindividualinvolvedinthestudy

wasentitledtotherightofprivacyanddignityoftreatment,andnopersonalharmwascausedto

subjectintheresearch.Theyareinformedthatthedatafilledbytheminthequestionnaire

remainedconfidentialandusedonlyforacademicpurpose.Toavoidhumiliatingsituationforthe

employeesandtheresearcher,nonamesanddesignationsweretakeninthequestionnaire.For

someofthequestionsevenneutraloptionwasgivenincasetheyareuncomfortableinanswering.

Allassistance,collaborationofothersandsourcefromwhichinformationwasdrawnwere

acknowledged.

Furthermoreasupportletterwasgiventotheorganizationtoauthorizetheauthortoconductthe

researchwiththeconsentoftheBank.
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CHAPTERFOUR

DATAANALYSISANDINTERPRETATION

Thischapterpresentsresponserateofrespondents,demographiccharacteristicsofrespondents

andanalysisinterpretationofthedatacollected.

4.1.ResponseRate

Table4.1ResponseRateofRespondents

CopyofQuestionnaire

Disturbed

NumberofQuestioner

returned

PercentageofReturned

Questionnaire

97 97 100%

Source:QuestionerSurveyData2019

Fromthedistributed97questionnaireall97wereresponded.Thismakestheresponserate100%.

Atthetimeofdatascreeningforaccuracyandcompleteness,noquestionnairewasfoundtobe

unusable,thereasonbehindwastherespondentsweregivenenoughtime,anaverageof3days,

toreplyallpartsanditemscompletely.

4.2DemographicCharacteristicsofRespondents
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Thispartdiscussesthedemographicbackgroundandcharacteristicsoftherespondentssuchas

gender,age,maritalstatus,educationlevelandworkexperiences.

Thefollowingtablesgiveapictureofthedescriptivedataoftheemployeesbasedontheabove

demographicvariables.

Table4.2DemographicCharacteristicsofRespondents

No. Respondentscharacteristics Frequency Percentage

1 Gender Women 60 61.9

Male 37 38.1

Total 97 100

2 Age <=30 36 37.1

31-40 56 57.7

41-50 5 5.2

Total 97 100

3 MaritalStatus Married 21 21.6

Single 76 78.4
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Total 97 100

4 Educational

Background

BA/BSCdegree 67 69.1

Mastersdegree 30 30.9

Total 97 100

5 Work

Experiences

0-5 9 9.3

5-10 33 34.0

10-15 35 36.1

>15 20 20.6

Total 97 100

Source:SurveyQuestioners2019

RegardinggenderasshowninTable4.2above38.1%oftherespondentsweremalesandtherest

61.9%werefemalerespondentsitimpliesthatmajorityoftherespondentsarefemale.

Themajorityoftherespondents(about57.7%)arebetweentheageof31-40whereas37.1%are

categorizedlessorequalto30agegroupand5.2%oftherespondentsfallsontheageabove41

theyarematuredenoughtoanswerthequestioner.

Thesinglegroupofemployeestakeslargerportion(78.4%)thanthemarriedgroup(21.6%)most

oftherespondenthasenoughtimetorespondthequestioner.

Themajority(69.1%)holdtheirfirstdegrees,while30.9% wasfoundtoholdtheirsecond

degreesitimpliesthattherespondentseasilyunderstandandanswerthequestioner.

Themajorityoftherespondents(about36.1%)areworkedfor10-15years34%ofrespondents

areworkedfor5-10years20.6%ofrespondentswasworkedmorethan15yearsand9.3%of

respondentsworkedfor0-5years.From theaboveanalysisparticularlyintermsofthe

respondents’educationallevelandworkexperienceitcanbeinferredthattheresponsesare

relativelycorrect.
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4.3Theattitudeofemployeestowardsfemalemanagersjobperformances

ThissectionpresentstheanalysisandInterpretationofresponsesobtainedfromtherespondents.

MeanScoreInterpretation

MeanScore Interpretation

4.3–5 VeryHigh

3.5–4.29 High

2.7–3.49 Moderate

1.9–2.69 Low

1.0–1.89 VeryLow

Source:-Bahagian(2006)

StronglyDisagreeRepresentedby(SD),DisagreeRepresentedby(DA),RepresentedbyNeither

AgreeorDisagree(N),AgreeRepresentedby(A)andStronglyAgreeRepresentedby(SA)on

theTables.Frequencyisthenumberofoccurrencesofarepeatingeventperunittime.

Frequenciesaresimplerepresentationoftherespondents.

4.3.1RespondentsAttitudetowardsFemaleManagersPlanningAbility

Table4.3.1RespondentsAttitudetowardsFemaleManagersPlanningAbility

ID.No Statement             Mean
Aggregate
Mean

1 Womenmanagersareabletoidentify
thetasktobedoneandtoachievethe

objectivesoftheplan
 

S
D DA N A

S
A TOTAL  

3.34

No 0 46 5 41 5 97 3.05
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% 0 47
5.
2 42 5.2 100

2

Womenmanagersareableto
formulateanideaofhowtoworkon

aparticulartask

 
S
D DA N A

S
A TOTAL  

No 0 36 5 5 51 97

3.73% 0 37
5.
2

5.
2 53 100

3

Womenaregoodatsettingplans
whichcanbeconductedinaspecific

periodoftime

 
S
D DA N A

S
A TOTAL  

No 0 10 54 33 0 97

3.23% 0 10 56 34 0 100
Source:SurveyQuestioners2019

BasedonTable4.3.1regardingtheitem“Womenmanagersareabletoidentifythetasktobe

doneandtoachievetheobjectivesoftheplan”,5.2%respondentsstronglyagree,42.3% of

respondentsagreewhilethesamenumbersofrespondentsdisagreeandtookaneutralstandpoint

onthisitemwhichaccountedfor5.2%.Themeanvalueforthisvariableiscalculatedtobe3.05

(Neutral)Thusitcanberealizedthattherespondentshaveaneutralattitudeonthispoint.

about“Womenmanagersareabletoformulateanideaofhowtoworkonaparticulartask”

52.6%ofrespondentsstronglyagreed,5.2%respondentsagreed,5.2%respondentsneutral37.1

% ofrespondentsdisagreed.From thetableitcanalsobetakenthatthemeanvalueis

3.73.itimpliesthatrespondentsagreedthatwomenmanagersareabletoformulateanideaofhow

toworkonaparticulartask.

Foritem“Womenaregoodatsettingplanswhichcanbeconductedinaspecificperiodoftime”,

10.3% respondentsagreed,55.7% oftherespondentsareneutraland10.3% respondents

disagreed.Furthermorethemeanvalueis3.23whichisanindicationofemployeeshaveneutral

attitudetowardsWomenaregoodatsettingplanswhichcanbeconductedinaspecificperiodof

time.

Basedontheaboveanalysisresults,theaggregatemeanvalueforplanningasamanagerial

functionis3.34whichimplythattherespondentshaveaneutralattitudetowardsfemale

managersplanningability.
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4.3.2RespondentsViewonWomenManagersorganizingskill

Table4.3.2RespondentsViewonWomenManagersorganizingskill

ID.No Statement             Mean
Aggregate
Mean

1
Womencouldmakeorganizational
structuresthatfitwithitsobjectives

 
S
D DA N A

S
A TOTAL  

3.9

No 0 2 29 42 24 97

3.91% 0 2.1 30 43 25 100

2
Womenmanagerscanwisely

organizetheircompanyresources.

 
S
D DA N A

S
A TOTAL  

No 0 25 7 14 51 97

3.94% 0 26
7.
2 14 53 100

3
Womenmanagersclearlydefinethe

authorityoftheiremployees.

 
S
D DA N A

S
A TOTAL  

No 1 15 11 32 38 97

3.94% 1 16 11 33 39 100

4

Womenmanagersaregoodatputting
therightpersonontherightjobin
differentdepartmentsbasedonthe
skillandexperienceofanemployee

 
S
D DA N A

S
A TOTAL  

No 0 2 34 42 19 97

3.8% 0 2.1 35 43 20 100
Source:SurveyQuestioners2019

FromtheaboveTable4.3.2,forthe“Womencouldmakeorganizationalstructuresthatfitwith

itsobjectives”,2.1%oftherespondentDisagreedwhile29.9%respondedneutral,43.3%and24.7

%respondedagreeandstronglyagreerespectively.Moreoverthemeanvalueis3.91,which

impliesthattherespondentsagreedon“womencouldmakeorganizationstructuresthatfitwith

itsobjectives”.

Forthe”Womenmanagerscanwiselyorganizetheircompanyresources.”25.8% ofthe

respondentDisagreedand7.2%respondedneutralwhiletherest14.4%and52.6%responded

agreeandstronglyagreerespectively.Inadditionthemeanvalueis3.94hencetherespondents

agreedonthisissue.

Whereasforthe“Womenmanagersclearlydefinetheauthorityoftheiremployees.”39.2%and

33%oftherespondentstronglyagreedandagreed,however11.3%wereneutralandtherest
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15.5%and1%disagreedandstronglydisagreedrespectively.Themeanvalueisfoundtobe3.94

whichindicatesthattherespondentsagreedon“womenmanagersclearlydefinetheauthorityof

theiremployees”

Forthequestion“Womenmanagersaregoodatputtingtherightpersonontherightjobin

differentdepartmentsbasedontheskillandexperienceofanemployee”respondentsaccounting

for2.1%disagreedwhereas35.1%wereneutraland43.3%and19.6%agreedandstrongly

agreedrespectively.Themeanvalueisfoundtobe3.8thusitcanbededucedthatthe

respondentsagreedonthispoint.

Theaggregatemeanforthiscategoryis3.9whichindicatethattherespondentshaveagreedona

positivewayforwomenmanagersorganizingskill.

4.3.3RespondentsopiniontowardsWomenManagerCommunicationskill

Table4.3.3RespondentsopiniontowardsWomenManagerCommunicationskill

ID.No Statement             Mean
Aggregate
Mean

1

Womenmanagershavegood
communicationskillontheirworki

ngenvironment.

 
S
D DA N A

S
A TOTAL  

4.41

No 0 7 9 11 70 97

4.48% 0 7.2
9.
3 11 72 100

2

Womenmanagerscanclearlytransmit
theirmessageorinformationto

anotherperson

 
S
D DA N A

S
A TOTAL  

No 0 0 9 32 56 97

4.25%  0 0 
9.
3 33 58 100

3
Womenaregoodinmakingformal
andinformalcommunication.

 
S
D DA N A

S
A TOTAL  

No 0 17 22 58 17 97

4.58% 0  18 23 60 18 100

4
Womenmanagerscanfriendly

communicatewiththeiremployees

 
S
D DA N A

S
A TOTAL  

No 0 7 20 70 7 97

4.42%  0 7.2 21 72 7.2 100
5 Womenmanagersareableclearlyto

guidetheiremployees  
S
D DA N A

S
A TOTAL  
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No 0 5 5 31 56 97

4.29%  0 5.2
5.
2 32 58 100

Source:Survey2019

OntheaboveTable4.3.3thequestionsarecategorizedundercommunicationasanelementof

directinginamanagerialfunction.Thefirstoneis“Womenmanagershavegoodcommunication

skillontheirworkingenvironment”.Here72.2%oftherespondentstronglyagreed,11.3%

agreed,9.3%wereneutralwhereastheremaining7.2%disagreed.Themeanvalueis4.48

whichanindicationforagreeingonthispoint.

For“Womenmanagerscanclearlytransmittheirmessageorinformationtoanotherperson”

57.7%stronglyagreed,33%agreedandtherest9.3%wereneutral.Themeanvalueis4.25

hencecanbededucedthattherespondentsagreedon“womenmanagerscanclearlytransmit

theirmessageorinformationtoanotherperson”

For“Womenaregoodinmakingformalandinformalcommunication”17.5%oftherespondent

stronglyagreed,59.8%agreed,22.7%neutralandtherest17.8%disagreed.Themeanvalueis

4.58thustherespondentsstronglyagreedthatwomenaregoodinmakingformalandinformal

communication.

For“Womenmanagerscanfriendlycommunicatewiththeiremployees”7.2%oftherespondent

disagreed,20.6%wereneutralwhereas72.2%and7.2%agreedandstronglyagreedrespectively.

Themeanvalueis4.42andhencetherespondentsagreedon“womenmanagerscanfriendly

communicatewiththeiremployees

Forthelastquestionunderthiscategorywhichis,“Womenmanagersareableclearlytoguide

theiremployees”5.2% oftherespondentdisagreedandthesamenumberofrespondent

amounting5.2%wereneutralwhereas32%and57.7%agreedandstronglyagreedrespectively.

Themeanvalueis4.29andthereforetherespondentsagreedonthisquestion.

Themeanaggregateforthiscategoryis4.41,consequently,itcanbededucedthatthe

respondentshaveindicatedapositiveresponsebyagreeingonwomenmanagerCommunication
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skill.

4.3.4RespondentsViewtowardsWomenManagersSupervisedSkill

Table4.3.4RespondentsViewtowardsWomenManagersSupervisedSkill

ID.No Statement             Mean
Aggregate
Mean

1
Womenmanagerswiselysupervise

Challengingworks

 
S
D DA N A

S
A TOTAL  

2.57

No 0 54 38 0 5 97

2.55% 0 56 39 0 5.2 100

2

Womenmanagerssupport
employeeswhentheyfaceproblems

ontheirwork

 
S
D DA N A

S
A TOTAL  

No 20 30 27 16 4 97

2.53% 21 31 28 17 4.1 100

3
Womenmanagersfriendlysupervise

theiremployees

 
S
D DA N A

S
A TOTAL  

No 12 40 26 7 12 97

2.66% 12 41 27
7.
2 12

100

4

Womenmanagersproperlymonitor
theiremployeeswhiletheyare

supervisingthem

 
S
D DA N A

S
A TOTAL  

No 18 37 17 20 5 97

2.56% 19 38 18 21 5.2 100

5

Womenmanagersaregoodatmake
Suringthatworkisperformed

accordingtoordersandinstructions

 
S
D DA N A

S
A TOTAL  

No 20 40 12 13 12 97

2.56% 21 41 12 13 12 100

Source:SurveyQuestioners2019

FromtheaboveTable4.3.4itcanbereferredthatfor”Womenmanagerswiselysupervise

Challengingworks”5.2%oftherespondentstronglydisagreedwhereas39.2%and55.7%were

neutralanddisagreedrespectively.Themeanvalueis2.55andasaresult,itcanbetakenasthe

respondentshavereservationsonwomenmanagerswiselysupervisechallengingworks.

For“Womenmanagerssupportemployeeswhentheyfaceproblemsontheirwork”20.6%ofthe

respondentsstronglydisagreed,30.9%oftherespondentsdisagreed,27.8%oftherespondents

wereneutral,16.5%agreedwhereastherest4.1%stronglyagreed.Themeanvalueis2.53and
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thusitcanbededucedthattherespondentsdisagreedonthispoint.

For“Womenmanagersfriendlysupervisetheiremployees”12.4%oftherespondentsstrongly

disagreed,41.2%disagreed,whereas26.8%wereneutralandtherest7.2%and12.4%agreed

andstronglyagreedrespectively.Themeanvalueis2.66henceitcanbeseenthatthe

respondentsareneutralonwomenmanagersfriendlysupervisetheiremployees.

For“Womenmanagersproperlymonitortheiremployeeswhiletheyaresupervisingthem”

20.6%oftherespondentstronglydisagreed,41.3% oftherespondentdisagreed,12.4% were

neutral13.4%agreedandtherest12.4%stronglyagreed.Themeanvalueis2.56soitcanbe

deducedthattherespondentsdidagreeonthispoint.

Theaggregatemeanforthiscategoryis2.57andthereforeitcanbededucedthattherespondents

hadreservationsonwomenmanagersSupervisionskill.

4.3.5RespondentsOpiniontowardsWomenManagersLeadershipSkill

Table4.3.5RespondentsOpiniontowardsWomenManagersLeadershipSkill

ID.No Statement             Mean
Aggregate
Mean

1

Womenmanagersinfluencegroup
activitiesinordertoaccomplish

certainobjectives

 
S
D DA N A

S
A TOTAL  

2.6

No 22 30 15 18 11 97

2.65% 23 31 16 19 12 100

2
Womenmanagersarewisdomfulin

leadingtheiremployees

 
S
D DA N A

S
A TOTAL  

No 14 40 16 21 6 97

2.64% 15 42 17 22 6.3 100

3
Womenmangersuseflexible

leadershipstyles

 
S
D DA N A

S
A TOTAL  

No 13 33 25 24 2 97

2.68% 14 34 26 25 2.1 100

4

Womenmanagersusebestmethodsof
leadershipthatmeettheobjectiveof

theorganization

 
S
D DA N A

S
A TOTAL  

No 18 38 16 21 4 97

2.54% 19 40 17 22 4.2 100

5

Womenmanagershaveself
confidencewhichisrequiredfroma

goodleader

 
S
D DA N A

S
A TOTAL  

No 21 38 14 17 7 97

2.49% 22 40 15 18 7.3 100

Source:SurveyQuestioners2019
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IntheaboveTable4.3.5,questionsunderLeadershipasanelementofdirectinginamanagerial

functionweregrouped.Referringthefirstquestionthatis“Womenmanagersinfluencegroup

activitiesinordertoaccomplishcertainobjectives”itcanbeclearlyseenthat22.9%ofthe

respondentstronglydisagreed,31.3%disagreed,15.6%wereneutralandtheremaining18.8%

and11.5% agreedandstronglyagreedrespectively.Themeanvalueis2.65hencethe

respondentsrespondedneutrallyon“Womenmanagersinfluencegroupactivitiesinorderto

accomplishcertainobjectives

For“Womenmanagersarewisdomfulinleadingtheiremployees”6.3%stronglyagreed,21.9%

agreed,16.7%wereneutral,41.7%disagreedandtheremaining14.6%stronglydisagreed.The

meanvalueis2.64andhenceitcanbeextractedthattherespondentswereneutralon“Women

managersarewisdomfulinleadingtheiremployees”.

For”Womenmangersuseflexibleleadershipstyles”2.1%oftherespondentstronglyagreed,25%

oftherespondentagreed,26%wereneutral,34.4%Disagreedandtheremaining13.5%strongly

agreed.Themeanvalueis2.69thusitcanbepresumedthattherespondentswereneutralonthis

point.

For”Womenmanagersusebestmethodsofleadershipthatmeettheobjectiveoftheorganization”

,outoftherespondents4.2%stronglyagreed,21.9%agreed,16.7%wereneutral,whereas

39.6%and18.8%disagreedandstronglydisagreedrespectively.Themeanvalueis2.54and

therefore,itcanbededucedthattherespondentswereneutralonthispointaswell.

For”Womenmanagershaveselfconfidencewhichisrequiredfromagoodleader”7.3%ofthe

respondentsstronglyagreed,17.7% oftherespondentsagreed,14.6% wereneutralwhereas

39.6%and21.9%agreedandstronglyagreedrespectivelythemeanvalueis2.5andasaresultit

canbepresumedthattherespondentswereneutralon”Womenmanagershaveselfconfidence

whichisrequiredfromagoodleader”.

Theaggregatemeanvalueforthiscategoryis2.609henceitcanbepresumedthatthe



39 Page

respondentswereneutralonwomen’sleadershipskill.

4.3.6RespondentsOpiniontowardsWomenManagersMotivationAbility

Table4.3.6RespondentsOpiniontowardsWomenManagersMotivationAbility

ID.No Statement             Mean
Aggregate
Mean

1

Womenmanagersinspiretheir
employeestoactandgettheexpected

result

 
S
D DA N A

S
A TOTAL  

4.1

No 0 12 5 25 55 97

4.27%
 0 12 5.

2
26 57 100

2

Womenmanagerswhomotivatetheir
workersreduceemployee’s
absenteeismandturnover

 
S
D DA N A

S
A TOTAL  

No 0 12 3 47 35 97

4.08%
0 12 3.

1
49 36 100

3

Womenmanagersmotivate
employeestomaximizetheir

performance

 
S
D DA N A

S
A TOTAL  

No 0 17 0 35 45 97

4.11% 0 18 0 36 46 100

4

Womenmanagersmotivateother
lowerlevelco-workerstoreachtothe

manageriallevels

 
S
D DA N A

S
A TOTAL  

No 0 17 10 34 36 97

3.92% 0 18 10 35 37 100

Source:SurveyQuestioners2019

IntheaboveTable4.3.6,questionsaregroupedunderthecategoryofMotivationasanelement

ofdirectinginamanagerialfunction.

Referringherefor“Womenmanagersinspiretheiremployeestoactandgettheexpectedresult”

onecanseethat12.4%disagreed,5.2%wereneutral,25.8%agreedand56.7%stronglyagreed.

Themeanvalueis4.27andhenceitcanbededucedthatrespondentsagreedon“Women

managersinspiretheiremployeestoactandgettheexpectedresult”.
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Whereasfor“Womenmanagerswhomotivatetheirworkersreduceemployee’sabsenteeismand

turnover”36.1%stronglyagreed,48.1%agreed,3.1%wereneutralandtheremaining12.4%

disagreedthemeanvalueis4.08andthusitcanbepresumedthattherespondentsagreedonthis

issue.

For“Womenmanagersmotivateemployeestomaximizetheirperformance”17.5% ofthe

respondentdisagreedwhereas36.1%and46.4%oftherespondentsagreedandstronglyagreed

respectivelythemeanvalueis4.11asaresultitcanbetakenastherespondentsagreedon

“Womenmanagersmotivateemployeestomaximizetheirperformance”.

Whereasfor“Womenmanagersmotivateotherlowerlevelco-workerstoreachtothe

manageriallevels”17.5%oftherespondentsdisagreed,10.3%wereneutral,35.1%agreedand

37.1%stronglyagreedthemeanvalueis3.92andthusitcanbededucedthattherespondents

agreedon“Womenmanagersmotivateotherlowerlevelco-workerstoreachtothemanagerial

levels”.

Theaggregatemeanvalueforthiscategoryis4.1andasaresultitcanbededucedthat

respondentsagreedonWomenManagersMotivationability.

4.3.7RespondentPerceptiononWomenManagersConflictManagementSkill

Table4.3.7RespondentPerceptiononWomenManagersConflictManagementSkill

ID.No Statement             Mean
Aggregate
Mean

1
Womenmanagersaregoodat
pointingoutcausesofconflicts

 
S
D DA N A

S
A TOTAL  

4.25

No 0 5 9 32 51 97

4.33%
0 5.2 9.

3
33 53 100

2
Womenmanagersareacceptedas

problemsolverswhenconflictsoccur

 
S
D DA N A

S
A TOTAL  

No 0 10 9 25 53 97

4.25%
0 10 9.

3
26 55 100

3 Womenmanagersarecapableof
preventingconflictbeforetheyoccur  

S
D DA N A

S
A TOTAL  
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No 0 5 7 42 43 97

4.27%
0 5.2 7.

2
43 44 100

4

Womenmanagerscreate
opportunitiesfortheiremployeesto
manageconflictsbythemselves

 
S
D DA N A

S
A TOTAL  

No 0 5 12 42 38 97

4.16% 0 5.2 12 43 39 100

Source:SurveyQuestioners2019

BasedontheaboveTable4.3.7,regardingtheitem“Womenmanagersaregoodatpointingout

causesofconflicts”,52.6% respondentsstronglyagree,33% ofrespondentsagreed,9.3%

respondentsneutral5.2%ofrespondentsdisagreed..Themeanvalueis4.33henceitcanbe

presumedthattherespondentsagreedon“Womenmanagersaregoodatpointingoutcausesof

conflicts”

About“Womenmanagersareacceptedasproblemsolverswhenconflictsoccur”54.6% of

respondentsstronglyagreed,35.8% respondentsagreed,9.3% respondentsneutral10.3% of

respondentsdisagreed.Themeanvalueis4.25So,itcanbeextractedthatpeoplesbelievethat

womenmanagersareacceptedasproblemsolverswhenconflictsoccur.

Foritem “Womenmanagersarecapableofpreventingconflictbeforetheyoccur”,44.3%

respondentsstronglyagreed,43.3% respondentsagreed,7.2% respondentsneutral5.2% of

respondentsdisagreed.Themeanvalueis4.27So,itcanbeextractedthatpeoplesbelievethat

womenmanagersarecapableofpreventingconflictbeforetheyoccur.

About“Womenmanagerscreateopportunitiesfortheiremployeestomanageconflictsby

themselves”39.2% ofrespondentsstronglyagreed,43.3% respondentsagreed,12.4%

respondentsneutral5.2% ofrespondentsdisagreed.Themeanvalueis4.16So,itcanbe

extractedthatpeoplesbelievethatwomenmanagerscreateopportunitiesfortheiremployeesto

manageconflictsbythemselves.

Basedontheaboveanalysisresults,theaggregatemeanvalueforManagingConflictasa

Managerialfunctionis4.34.Itimpliesthatwomenaregoodatmanagingconflictwhichisoneof

themanagerialfunctionsofmanagersandmostoftherespondentsfavorablyrespondedandhave

concentratedresponseonManagingConflictofwomenmanagers.
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4.3.8RespondentsOpiniononWomenManagersMonitoringandEvaluation

Ability

Table4.3.8RespondentsOpiniononWomenManagersMonitoringandEvaluationAbility

ID.No Statement             Mean
Aggregate
Mean

1
Womenmanagershavetheabilityto
establishperformancestandards

 
S
D DA N A

S
A TOTAL  

3.36

No 5 13 19 46 14 97

3.53% 5.2 13 20 47 14 100

2

Womenmanagersareabletomeasure
theperformanceoftheiremployees
accordingtothestandardsand

guidelines

 
S
D DA N A

S
A TOTAL  

No 8 15 14 55 5 97

3.35% 8.2 16 14 57 5.2 100

3

Womenmanagersareefficientin
takingcorrectiveactionswhen

standardsarenotmet

 
S
D DA N A

S
A TOTAL  

No 0 27 20 45 5 97

3.29% 0 28 21 46 5.2 100

4

Womenmanagersaregoodat
monitoringthatworksaredone

timely

 
S
D DA N A

S
A TOTAL  

No 0 40 5 37 15 97

3.28% 0 41
5.
2 38 16 100

5

Womenhavetheobjectivityrequired
toevaluatebusinesssituations

properly

 
S
D DA N A

S
A TOTAL  

No 0 35 5 44 13 97

3.36% 0 36
5.
2 45 13 100
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Source:SurveyQuestioners2019

BasedontheaboveTable4.3.8,regardingtheitem“Womenmanagershavetheabilityto

establishperformancestandards”,14.4% respondentsstronglyagree,47.9% ofrespondents

agreed,19.6% respondentsneutral13.4% ofrespondentsdisagreedandtheremaining5.2%

stronglydisagreed.Themeanvalueis3.55.So,itcanbeextractedthatpeoplesbelievethat

womenmanagershavetheabilitytoestablishperformancestandards.

About“Womenmanagersareabletomeasuretheperformanceoftheiremployeesaccordingto

thestandardsandguidelines”5.2% ofrespondentsstronglyagreed,56.7% respondents

agreed,14.7%wereneutral,15.5%respondentsdisagreedwhereastheremaining8.2%strongly

disagreed.Themeanvalueis3.36.So,itcanbeextractedthattherespondentsareneutral

Foritem“Womenmanagersareefficientintakingcorrectiveactionswhenstandardsarenot

met”,5.2%respondentsstronglyagreed,46.4%respondentsagreed,20.6%wereneutraland

27.8%respondentsdisagreed.Themeanvalueis3.29So,itcanbededucedthattherespondents

areneutralonthisissue.

About“Womenmanagersaregoodatmonitoringthatworksaredonetimely”15.5% of

respondentsstronglyagreed,38.1% respondentsagreed,5.2% respondentswereneutraland

41.2%ofrespondentsdisagreed.Themeanvalueis3.28.So,itcanbeextractedthatpeoplesare

neutralonthisissue.

Foritem“Womenhavetheobjectivityrequiredtoevaluatebusinesssituationsproperly”,13.4%

respondentsstronglyagreed,45.4%respondentsagreed,5.2%ofrespondentsareneutraland

36.1%disagreed.Themeanvalueis3.32So,itcanbeextractedthatpeoplesareneutralon

Womenhavetheobjectivityrequiredtoevaluatebusinesssituationsproperly.

Theaggregatemeanis3.366forthiscategoryhenceitcanbededucedthattherespondentshave

repliedneutrallyonWomenmanagersmonitoringandevaluationability.

4.3.9RespondentAwarenessonWomenManagersProblemSolvingSkill
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Table4.3.9RespondentAwarenessonWomenManagersProblemSolvingSkill

ID.No Statement             Mean
Aggregate
Mean

1

Womenarecapableoflogicaland
technicalabilitieswhenthey

handlingcases

 
S
D DA N A

S
A TOTAL  

4.23

No 0 5 5 45 42 97

4.28%  0 5.2 5.2 46 43 100

2
Womenmanagersusetheirskilland
wisdomtosolvecomplexproblems

 
S
D DA N A

S
A TOTAL  

No 0 12 5 29 51 97

4.23%  0 12 5.2 30 53 100

3

Womenhaveagoodproblem
solvingqualitywhenseveraloptions

arenotavailable

 
S
D DA N A

S
A TOTAL  

No 0 17 0 28 52 97

4.19% 0 18  0 29 54 100

4

Womenmanagersarebelievedto
solvetheprogressofproblems

beforetheyexacerbate

 
S
D DA N A

S
A TOTAL  

No 0 12 0 42 43 97

4.2%  0 12 0 43 44 100

Source:SurveyQuestioners2019

FromtheaboveTable4.3.9,itcanbereferredthatfor”Womenarecapableoflogicaland

technicalabilitieswhentheyhandlingcases”5.2%oftherespondentareneutralanddisagreed

whereas,46.4%and43.3%agreedandstronglyagreedrespectively.Themeanvalueis4.28and

soitcanbeextractedthatpeoplesbelievethatWomenarecapableoflogicalandtechnical

abilitieswhentheyhandlingcases.

For“Womenmanagersusetheirskillandwisdomtosolvecomplexproblems”12.4%ofthe

respondentaredisagreed,5.2%oftherespondentswereneutral,29.9%agreedwhereastherest

52.6%stronglyagreed.Themeanvalueis4.23soitcanbeextractedthatpeoplesbelievethat

Womenmanagersusetheirskillandwisdomtosolvecomplexproblems.

For“Womenhaveagoodproblemsolvingqualitywhenseveraloptionsarenotavailable”17.5%

oftherespondentdisagreedandtherest28.9% and53.6% agreedandstronglyagreed

respectively.Themeanvalueis4.19soitcanbeextractedthatpeoplesbelievethatWomenhavea
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goodproblemsolvingqualitywhenseveraloptionsarenotavailable.

For“Womenmanagersarebelievedtosolvetheprogressofproblemsbeforetheyexacerbate”

12.4%oftherespondentdisagreed,43.3%agreedandtherest44.3%stronglyagreed.Themean

valueis4.2itcanbeextractedthatpeoplesbelievethatWomenmanagersarebelievedtosolve

theprogressofproblemsbeforetheyexacerbate.

Theaggregatemeanvalueforthiscategoryis4.23henceitcanbepresumedthattherespondents

haverepliedpositivelybyagreeingonwomenmanagersProblemSolvingSkill

4.3.10RespondentsOpiniononWomenManagersDecisionMakingSkill

Table4.3.10RespondentsOpiniononWomenManagersDecisionMakingSkill

ID.No Statement             Mean
Aggregate
Mean

1

Womenmanagersmakerational
decisionthattosolveorganizational

problems

 
S
D DA N A

S
A TOTAL  

2.31

No 24 44 15 8 6 97

2.26% 25 45 16
8.
2 6.2

100

2

Womenmanagersarecapableof
makingregularandemergency

decisions

 
S
D DA N A

S
A TOTAL  

No 14 39 25 10 9 97

2.6% 14 40 26 10 9.3 100

3
Womentakecalculatedriskwhile

makingimportantdecisions

 
S
D DA N A

S
A TOTAL  

No 20 33 25 15 4 97

2.48% 21 34 26 16 4.1 100

4

Womenmanagersarecapableof
makingdecisionsthathavelong

termimpact

 
S
D DA N A

S
A TOTAL  

No 37 46 0 14 0 97

1.91% 38 47 0 14 0 100
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Source:SurveyQuestioners2019

IntheaboveTable4.3.10,questionsunderDecisionmakingasaManagerialfunctionwere

grouped.Referringthefirstquestionthatis“Womenmanagersmakerationaldecisionthatto

solveorganizationalproblems”itcanbeclearlyseenthat6.2%oftherespondentstronglyagreed,

8.2%agreed,15.5%wereneutralandtheremaining45.4%and24.7%disagreedandstrongly

disagreedrespectively.Themeanvalueis2.26andhenceitcanbepresumedthattherespondents

repliedunfavorablybydisagreedon“Womenmanagersmakerationaldecisionthattosolve

organizationalproblems”.

For“Womenmanagersarecapableofmakingregularandemergencydecisions”11.4%strongly

disagreed40.2%disagreed,25.8%wereneutralandtheremaining10.3%and9.3%agreedand

stronglyagreedrespectively.Themeanvalueis2.6andsoitcanbeextractedthatpeoplesbelieve

thatwomenmanagersarenotcapableofmakingregularandemergencydecisions.

For“Womentakecalculatedriskwhilemakingimportantdecisions”20.6%oftherespondent

stronglydisagreed,34%disagreed,25.8%wereneutralandtheremaining15.5%and4.1%%

agreedandstronglyagreedrespectively.Themeanvalueis2.49andsoitcanbeextractedthat

peoplesdonotbelievethatwomentakecalculatedriskwhilemakingimportantdecisions.

For“Womenmanagersarecapableofmakingdecisionsthathavelongtermimpact”38.1%

stronglydisagree,47.4%oftherespondentdisagreedand14.4%agreed.Themeanvalueis1.9

andsoitcanbeextractedthatpeoplesdon’tbelievethatwomenmanagersarecapableofmaking

decisionsthathavelongtermimpact.

Theaggregatemeanvalueforthiscategoryis2.315andhenceitcanbededucedthatthe

respondentshaveunfavorableresponseonDecisionmakingskill.

Interviewquestionsconductedtoanswerresearchquestionsnumber4ofthestudyi.e.themajor

problemsthatwomenfaceatamanagerialposition.Tocollectthenecessarydatawithregardto

theabovementionedquestionsinterviewwasconductedforfemaleteamleadersandfemale

managers.
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Atotalof14femaleleadersatamanagerialpositionwereinterviewedregardingthemajor

problemsthatwomenfaceatamanagerialpositionandthemajorproblemsthathinderwomen

managerstoexercisetheirresponsibilities.Theirresponseisanalyzedasfollows.

i)Whattypeofchallengeyouobservewomenmanagersface?

 Eventhoughthegovernmentisputtingalotofefforttoeradicatetheculturalbiason

females,thereremainsalotofworktobedoneandhencetheattitudeofthesociety

remainsstillachallenge.

 Femalemanagershavemoreresponsibilitiestohandlefamilyandsocialaffairsthanmen

do,whichinturnsaffectsthetimethatthefemalecanspentonherjobasthemandoes.

 Femalemanagersareobviouslysubjecttomaternityleave,whichforatleastonetime

wouldbeaslongas4monthsabsenceonherjob.Thisscenariomakesthemless

favorablethantheirfellowmenmanagers.

ii)Whatarethenecessarymanagerialskillsthatmakewomenmanagerssuccessfulintheir

position?

Thefollowingmanagerialskillsarementionedintheinterviews:-

Understandingtheorganizationalsystem,problem solvingtechnique,program evaluation;

motivatetechniques,effectivecommunications,formingandmanagingeffectiveteams.

iii)Whatarethemajorproblemsthatyoufacewhenexerciseyourresponsibilities

 Onadecisionwhereaggressiveapproachisrequired,themalesubordinatesfailtoaccept

this,duetotheculturalbias,whereasthesameworkersstilltrytofollowtheinstruction

whenitcomesfrom themaleinmanagerialposition,whichdirectlyaffectsthe

performanceofthefemale.

 Furthermore,themalemanagershardlybelieveintheperformanceofthefemalehence

donotshowanyconfidenceonthedecisionthefemaleleadersmake.

iv)Inyouropinion,whattypeofskillsdowomanmanagerneedtobeagoodleader?
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Thefollowingmanagerialskillsarementioned,whichtheythinkhavethequalitiesandbelieve

thatitismandatorytohavetobegoodmanager:-

Communicationskills,Decisionmaking,Directing,supervision,monitoring,motivatingand

evaluation.

Fromtheinterviewaswellasthequestionnaireitcanbededucedthatonthemanagerial

functionsespeciallyonthedecisionmakingboththesubordinatesandthefemalemangers

believedthatthereisaproblem.Fromthesubordinatespointofviewfemalemanagerslacksthe

qualityonthedecisionmakingwhereasfromthemanagerspointofviewthemanagersfaces

resistancefromtheemployeesduetoculturalbias.

CHAPTERFIVE

FINDINGS,CONCLUSIONSANDRECOMMENDATIONS

Thischapterpresentsthesummaryoffindingsfromwhichconclusionsdrawnandthatwould

preciselyanswerthebasicresearchquestionsofthestudyandarecommendationtothecase

studycompanyisforwarded.

5.1summaryofFindings

Thepapertriestoanalyzetheemployeeattitudetowardsthemanagerialjobperformanceof

femalemanagerswithrespecttothesemeasuredmanagerialfunctionssuchasplanning,

organizing,communication,directing,supervision,leadership,motivation,managingconflict,

monitoring,evaluating,problemsolvinganddecisionmaking.

WithrespecttoPlanning:Theaggregatemeanvalueforplanningasamanagerialfunctionwas

foundtobe3.34whichimplythatwomenareneutralatplanning.

WithrespecttoOrganization:Theaggregatemeanforthiscategorywasfoundtobe3.9which
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indicatethattherespondentshaveagreedonapositivewayforwomenmanagersorganizingskill.

WithrespecttoCommunication:Themeanaggregateforthiscategorywasfoundtobe4.41,

consequently,itcanbededucedthattherespondentshaveindicatedapositiveresponseby

agreeingonwomenmanagerCommunicationskill.

WithrespecttoSupervision:Theaggregatemeanforthiscategorywasfoundtobe2.57and

thereforeitcanbededucedthattherespondentshaveunfavorableattitudetowardswomenon

managersSupervisionskill.

WithrespecttoLeadership:Theaggregatemeanvalueforthiscategorywasfoundtobe2.6

henceitcanbepresumedthattherespondentshaveunfavorableattitudeonwomenleadership

skill.

WithrespecttoMotivationAbility:Theaggregatemeanvalueforthiscategorywasfoundtobe

4.1andasaresultitcanbededucedthatrespondentsagreedonWomenManagersMotivation

ability.

WithrespecttoManagingConflict:TheaggregatemeanvalueforManagingConflictasa

Managerialfunctionwasfoundtobe4.25.Itimpliesthatwomenaregoodatplanningwhichis

oneofthemanagerialfunctionsofmanagersandmostoftherespondentsfavorablyresponded

WithrespecttoMonitoringandEvaluation:Theaggregatemeanforthiscategorywasfoundto

be3.366henceitcanbededucedthattherespondentsareneutralonWomenmanagers

monitoringandevaluationability

WithrespecttoProblemSolving:Theaggregatemeanvalueforthiscategorywas4.23henceit

canbepresumedthattherespondentshaverepliedpositivelybyagreeingonwomenmanagers

ProblemSolvingSkill

WithrespecttoDecisionMaking:Theaggregatemeanvalueforthiscategoryis2.315andhence

itcanbededucedthattherespondentshaveareservationonDecisionmakingskill.

5.2Conclusions

Therolesoffemaleshaveaninevitablecontributionforadiversifieddevelopmentofthecountry.

Theycancontributewiththeircareforthefamilyandsociety,generatingideas,money,and
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effort;undertakingresponsibilitiesontheirareasofbusinessandinvolveinleadershippositions

regardlessoftheirgender.Theissueoffemale’sequalityisnotlimitedtoourcountryEthiopia;

butisalsotheconcernofAfrica,andtheWorldaswell.Thestudiesmadeaboutfemaleleaders

invariouscountriesalsoindicatetheworldwideexistenceofthefemale’sequalityissue,andthis

issueisgivenaseriousattentioninmanycountriesoftheworld.

Owingtotheeffortsbeingtakenbythegovernmentandtheorganizationstosupportfemale,the

desiredresult,despitelaggingbehind,isunderprocesstobeachieved.InthecaseofAbyssinia

Bank,wherethenumberoffemalesinmanagerialpositionsisveryfew(only14outof63),the

attitudetowardstheexistingfemalemanagersinamanagerialpositionwithrespecttoten

managerialfunctionshasbeenevaluated.

Thisstudywasmainlyaimedatstudyingattitudeofemployees’towardsfemalemanagersat

managerialpositioninAbyssiniaBankcontext.Inordertoidentifytheattitudelevelofworkers

towardsfemalemanagers’jobperformances,thestudyalsohaddistributedquestionersand

conductinterview totheconcernedbodiesofthebank(femalemanagersonmanagerial

positions).

Asshowninthesummaryofmajorfindings,theaggregatemeanvaluesrangedfrom2.36–4.41,

anditcanbeshownthatemployeeshaveafavorableattitudeforthemanagerialfunctionssuch

asorganization,communication,motivating,managingconflict,problemsolvingandforthe

managerialfunctionssuchasplanning,monitoringandevaluationtheemployeeshaveaneutral

attitude.Totalaggregatedmeanofforallmanagerialfunctionsare3.508itindicatedthat

employeeshavefavorableattitudetowardtheirfemalemanagersmanagerialjobperformances.

However,employeeshaveunfavorableattitudetowardsfemalemanagerswithrespectto

supervision,leadershipanddecisionmaking.

Amongthemeasuredmanagerialfunctions,theemployees’responsetendstoshow that

managerialfunctionwithrespecttocommunicationwasahighlyfavoredqualityofthefemale

manager’squalitywithanaggregatemeanof4.41,whereasmanagerialfunctionwithrespectto

decisionmakingwasthelistfavoredofthefemalemanager’squalitywithanaggregatemeanof

2.315.Thepossiblereasonforthenegativeattitudeonthedecisionmakingisduetothefactthat

thefemalemanagerscouldn’tshowtheirskillsonthismanagerialfunctionastheemployee
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belowthemexpectthemtodowhichimpliesthattheemployeehaveanegativeattitudeon

decisionmakingoffemalemanagersonmanagerialpositions.

Thedatacollectedfromfemalemanagersviainterviewaboutthemajorproblemsthatwomen

faceatamanagerialpositionandthemajorproblemsthathinderwomenmanagerstoexercise

theirresponsibilitiesincludestheculturalbiasonwoman,femalemanagershavemore

responsibilitieswithregardtosocialtiesandfamilieswhichinturnwillaffectthetimespenton

theirjobasthemalemanagersandnaturallyfemaleswillgothroughpregnancy,whichwill

makethemabsentforaconsiderabletime.Inlightofthis,femalesarelessfavorableforthe

positionthattheyreallydeserve.FurthermoreitisindicatedthatUnderstandingthe

organizationalsystem,problemsolvingtechnique,programevaluation;motivatingtechniques,

effectivecommunications,formingandmanagingeffectiveteamsaretheskillsthatarerequired

forfemalemanagerstobesuccessfulintheirposition.

5.3Recommendations

TherecommendationisdirectedtoAbyssiniaBanksuperiorsandsubordinates;italsotriesto

addressthemanagementoftheenterpriseasawhole.Thereforetochangetheattitudeof

superiors(themanageroffemaleleaders),subordinatesandthemanagementasawholethe

followingrecommendationsareforwarded.

 TheBankshouldconducttrainingorexperiencesharingprogramsbyinvitingfemale

managersformaleemployeeswhohavelessfavorableattitudetoacceptthatmanagerial

responsibilityisnotamatterofgender,itisamatterofqualification.Anequally

qualifiedfemaleformanagerialpositionsasthemaleshouldbeequallyacceptedbythe

employeesintheposition.

 Seminars,psychologicaltraining,inductionprogramandothermotivationalcourseof

actionshouldbeconductedbytheorganization(TheBank)toempowerfemalemanagers

inmanagerialpositionsineverymanagerialfunction.

 Differentencouragementprogramsforfemaleleadersshouldbedesignedandconducted

toboostfemaleleaderconfidenceinmanagerialpositions.

 AffirmativeActionshouldbeconsideredforfemalestogivethemabetteropportunityto
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competeforpromotionofmanagerialpositions.

 Bycreatingawareness,theworkerstendtobelieveinwhattheyareseeing,insteadof

whattheyhavealwaysbeentoldaboutfemales.Oncetheattitudeoftheworkersis

changed,sowouldtheattitudeoftheenterpriseasawhole.

5.4Directionforfuturestudy

AsthispaperwaswrittenfocusingonlyAbyssiniaBankheadoffice,theauthorwouldliketo

recommend

1)ThestudyshouldbecarriedinallbranchesofAbyssiniaBankwithawidepopulationsizeto

haveabetterfigureontheattitudeofemployeesonfemaleswhoareonmanagerialpositions

2)ThestudyshouldalsoexpandtootherBanksandenterprisestoseetheattitudeofemployees

onfemalemanagersthroughoutthecountry.
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AppendixI:DistributedQuestionnaire

STMARY’SUNIVERSITY

SCHOOLOFGRADUATESTUDIES

MASTERSOFGEN.BUSINESSADMINSTARATION

QuestionnairetobefilledbytheemployeeofAbyssiniaBankS.C.

DearRespondent’s:Thisquestionnaireispreparedbyapostgraduatestudentfrom

StMary’sUniversity,SchoolofGraduatestudies,forthepurposeofstudyingtheattitude

ofemployee’stowardthemanagerialjobperformanceoffemalemanagersinyourBank.

Yourgenuineandtimelyresponseisessentialforthesuccessofthestudy.Therefore,I

kindlyrequestyourco-operationandIassureyoutheconfidentialityofyourresponses.

Instruction;

 Noneedofwritingyourname

PartI:DemographicCharacteroftherespondent

 Put“X”onthespaceprovidedwhichreflectyouropinion.

1.GenderWomen Male

2.Age:<=30 31-40 41-50 >=51

3.MaritalStatus: Married Single Other
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4.EducationLevel: Diploma

BA/BScDegree

Master’sDegree

O Others

5.WorkExperience0-5 5-10 10-15 >=15

6.Job

Position:–––––––––––––––––––––––––––––––––––––––––––––––––

–

PartII:OpiniononEmployeeattitudetowardWomenmanagers

Please read each statements carefully and show the extentofyour

agreementon the statementsbyputting “√”or“X ”StronglyDisagree

=1Disagree=2NeitherAgreeorDisagree=3Agree=4StronglyAgree=5

2.1.PlanningasaManagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagersareabletoidentifythetasktobe

doneandtoachievetheobjectivesoftheplan.

2 Womenmanagersareabletoformulateanideaof

hawtoworkonaparticulartask.

3 Womenaregoodatsettingplanswhichcanbe

conductedinaspecificperiodoftime.

2.2.OrganizingasaManagerialfunction

No. Statements 1 2 3 4 5
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1 Womencouldmakeorganizationalstructuresthat

fitwithitsobjectives.

2 Women managers can wisely organize their

companyresources.

3 Women managersclearlydefinetheauthorityof

theiremployees.

4 Women managers are good atputting the right

person on therightjob in differentdepartments

basedontheskillandexperienceofanemployee.

2.3.Communicationasanelementofdirectinginamanagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagershavegoodcommunicationskill

ontheirworkingenvironment.

2

Women managers can clearly transmit their

messageorinformationtoanotherperson.

3 Womenaregoodinmakingformalandinformal

communication.

4 Womenmanagerscanfriendlycommunicatewith

theiremployees.

5 Womenmanagersareableclearlyto guidetheir

employees.

2.4.Supervisionasanelementofdirectinginamanagerialfunction

No. Statements 1 2 3 4 5

1 Women managers wisely supervise Challenging

works.

2 Women managerssupportemployeeswhen they

faceproblemsontheirwork.
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3 Women managers friendly supervise their

employees.

4 Womenmanagersproperlymonitortheiremployees

whiletheyaresupervisingthem.

5 WomenmanagersaregoodatmakeSuringthat

work is performed according to orders and

instructions.

2.5.Leadershipasanelementofdirectinginamanagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagersinfluencegroupactivitiesinorder

toaccomplishcertainobjectives.

2 Womenmanagersarewisdomfulinleadingtheir

employees.

3 Womenmangersuseflexibleleadershipstyles.

4 Womenmanagersusebestmethodsofleadership

thatmeettheobjectiveoftheorganization.

5 Womenmanagershaveselfconfidencewhichis

requiredfrom agoodleader.

2.6.Motivationasanelementofdirectinginamanagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagersinspiretheiremployeesto act

andgettheexpectedresult.

2 Women managers who motivate their workers

reduceemployee’sabsenteeism andturnover.

3 Womenmanagersmotivateemployeestomaximize

theirperformance.

4 Womenmanagersmotivateotherlowerlevelco-

workerstoreachtothemanageriallevels.
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2.7.ManagingConflictasaManagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagersaregoodatpointingoutcauses

ofconflicts.

2 Womenmanagersareacceptedasproblem solvers

whenconflictsoccur.

3 Womenmanagersarecapableofpreventingconflict

beforetheyoccur.

4 Women managers create opportunities fortheir

employeestomanageconflictsbythemselves.

2.8.MonitoringandevaluationasaManagerialfunction

No. Statements 1 2 3 4 5

1 Women managers have the ability to establish

performancestandards.

2 Women managers are able to measure the

performanceoftheiremployeesaccordingtothe

standardsandguidelines.

3 Womenmanagersareefficientintakingcorrective

actionswhenstandardsarenotmet.

4 Women managers are good atmonitoring that

worksaredonetimely.

5 Women have the objectivityrequired to evaluate
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businesssituationsproperly.

2.9.Problem SolvingasaManagerialfunction

No. Statements 1 2 3 4 5

1 Womenarecapableoflogicalandtechnicalabilities

whentheyhandlingcases.

2 Women managersusetheirskilland wisdom to

solvecomplexproblems.

3 Womenhaveagoodproblem solvingqualitywhen

severaloptionsarenotavailable.

4 Women managers are believed to solve the

progressofproblemsbeforetheyexacerbate.

2.10DecisionmakingasaManagerialfunction

No. Statements 1 2 3 4 5

1 Womenmanagersmakerationaldecisionthatto

solveorganizationalproblems.

2 Womenmanagersarecapableofmakingregular

andemergencydecisions.

3 Womentakecalculatedriskwhilemakingimportant

decisions.

4 Womenmanagersarecapableofmakingdecisions

thathavelongterm impact.

Thankyouforyourprecioustime!!!

AppendixIIinterviewQuestions

InterviewQuestionsforsuperiorandFemaleLeaders

1.WhattypeofchallengeyouobservewomenManagersface?

2.WhatarethenecessaryskillsthatmakewomenManagerssuccessfulintheirposition?

3.Whatarethemajorproblemsthatyoufacewhenexerciseyourresponsibilities?
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4.Byyouropinion,whattypeofskillsdofemalemanagerneedtoagoodleader?


