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Abstract:

Thepurposeofthisstudywastoexaminethedeterminantsofworkers'attitudes

towardfemalemanagersintheBankofAbyssinia,focusingontheimpactofgender

stereotypes,workplacediversity,anddemographicfactors.Despiteincreasinggender

inclusivityin management,negativeattitudestoward femaleleaderspersist,often

rootedindeep-seatedsocietalnormsandstereotypes.Theseperceptionscanhinder

theeffectivenessoffemalemanagers,limitopportunitiesforcareeradvancement,and

contributetoworkplaceinequality.Amixed-methodsresearchapproachwasemployed,

combiningbothqualitativeandquantitativeresearchtechniques.Primarydatawere

collectedfrom 110employeesacross23branchesoftheBankofAbyssiniainAddis

Ababa using structured questionnaires.The data were analyzed using descriptive

statistics,independentt-tests,and multiple linearregressions to determine the

relationship between workerdemographics,perceptions offemale leadership,and

prevailinggenderbiases.Thefindingsindicatethatwhilemanyemployeesrecognize

theleadershipcapabilitiesoffemalemanagers,genderstereotypescontinuetoshape

perceptions.The studyhighlightsthe need fortargeted organizationalpoliciesto

challengebiases,promoteleadershipdiversity,andfosteramoreinclusiveworkplace.

Byaddressingtheseissues,organizationscanenhancetheeffectivenessoffemale

managers,improve workplace relationships,and create equitable professional

environments.Thisresearchcontributestothebroaderdiscussionongenderequalityin
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leadership by identifying barriers to female managerialsuccess and providing

actionablerecommendationsforimprovingemployeeperceptions.

Keywords:Workers'attitudes,femalemanagers,genderstereotypes,workplace

diversity,leadershipperception,genderequality

1.INTRODUCTION

Thisstudyinvestigatesthedeterminantsofworkers'attitudestowardfemalemanagers

intheBankofAbyssinia.Despiteincreasinggenderinclusivityinmanagement,female

leaders continue to face challenges influenced bygenderstereotypes,workplace

dynamics,andindividualperceptions.Thisresearchaimstoidentifythefactorsshaping

employeeattitudesandassesstheirimpactonmanagerialeffectiveness,workplace

relationships,andoverallorganizationalperformance.

Understandingemployeeattitudestowardsfemalemanagersiscrucialforpromoting

workplace gender equality and enhancing leadership effectiveness. Negative

perceptionscanlimitwomen'scareerprogression,reinforcediscriminatorypractices,

and affectorganizationalperformance.Thisstudyprovidesempiricalevidenceon

factorsshapingattitudestowardfemaleleadershipinEthiopia'sbankingsector,offering

actionablerecommendationsforfosteringaninclusiveanddiverseworkenvironment.

Byaddressing these issues,organizations can enhance managerialeffectiveness,

improveworkplacedynamics,andcontributetobroadereffortstowardsgenderequity.

Researchquestionsandobjectivesareclearlydefined,focusingonunderstandingthe

relationshipbetweengenderstereotypes,workplacediversity,andworkers'attitudes

towardfemalemanagers.Thestudyaimstoidentifythekeyfactorsinfluencingthese

attitudes,assesstheirimpactonmanagerialeffectiveness,andexploredifferencesin

perceptionbasedondemographiccharacteristicssuchasage,educationlevel,andjob

position.

Thesignificanceofthestudyisunderscored,notingitspotentialbenefitsfortheBank

ofAbyssinia,itsemployees,andthebroaderEthiopianbankingsector.Understanding

theseattitudesiscrucialforfosteringinclusiveworkplacepolicies,improvingleadership

diversity,andensuringequalopportunitiesforfemalemanagers.Theresearchaimsto

provide actionable insights fororganizations to address genderbiases,enhance
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leadershipeffectiveness,andpromoteamoreequitableworkenvironment,ultimately

contributingtothebroaderunderstandingofgenderdynamicsinmanagerialroles.

2.MaterialsandMethods

This section provides a detailed description ofthe design,approach,procedures,

materials,participants,datacollectiontools,analysis,modelandethicalconsiderations

ofthestudy.

ResearchDesign

Thestudyutilizedbothdescriptiveandexplanatoryresearchdesignsareadoptedto

assessandanalyzethedeterminantsofworkers'attitudestowardfemalemanagers.

Descriptiveresearchdesignisutilizedtosummarizeandinterpretdata,providingaclear

overviewofhowemployeesperceivetheirfemaleleaders.Explanatoryresearchdesign,

ontheotherhand,seekstoidentifyandexplainrelationshipsandcausalfactorsthat

shapetheseattitudes.

Researchapproach

Theresearchapproachwhichisusedforthisstudyisamixed-methodsapproach

integrating both qualitative and quantitative research techniques to provide a

comprehensive understanding ofthe determinants ofWorker’s attitudes towards

femalemanagers.QuantitativeResearchmethodusedto quantifytheattitudesof

respondentstowardsfemalemanagersbygeneratingnumericaldata.Thisdatacanbe

statisticallyanalyzedtorevealpatterns,trends,andcorrelationsinattitudes.Qualitative

Research method used to gain deeperinsights into employees'experiences and

opinions.

Datatypeandsourcesofdata

Thestudyutilizebothprimaryandsecondarydatasource.Theprimarydatawas

collected through questionnaires.The secondary data willbe obtained through

documentanalysistosupplementtheprimarydata.Anumberofbooks,journalsand

articlesandbankportal.
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DataCollectionTool

Structuredquestionnaireswereusedtocollectdatafrom employeesoftheBankof

Abyssinia.Thegathereddatawasanalyzedusingdescriptivestatisticaltechniques

suchastables,graphs,frequencydistributions,andpercentagestoidentifypatternsand

trendsinworkers'attitudestowardfemalemanagers.

ParticipantsandSamplingTechniques

The targetpopulation comprised employees ofthe BankofAbyssinia across 23

branchesinAddisAbaba.A totalof110employeesparticipated,selectedusinga

censussurveymethodtoensurecomprehensiverepresentationofworkers’attitudes

towardfemalemanagers.

.

MethodofDataAnalysis

Bothdescriptiveandinferentialstatisticswereemployed.Descriptivestatistics,suchas

frequency,percentages,andmeanscores,wereusedtosummarizethedata.Inferential

statistics,multiple linearregression analysis,were used to examine relationships

betweendependentandindependentvariables.

Modelspecification

Thisstudyusesaregression modelto exploretherelationship between workers'

attitudestowardsfemalemanagers(dependentvariable)andindependentvariables:

demographicfactors,genderstereotypes,perceptionoffemalemanagers,workplace

diversityandinclusion,andleadershipstyle.Themodelisformulatedas:

Y=β0+β1X1+β2X2+β3X3+β4X4+ε

WhereYrepresentsworkers'attitudes,andX1toX4aretheindependentvariables.The

modelhelpsunderstandhowthesefactorsinfluenceworkers'attitudestowardsfemale

managers.

Ethicalconsideration

Thestudywilladheretoethicalguidelinesbyinformingrespondentsaboutthestudy's

purposeandtheuseoftheirdata.Informationcollectionwillbeconductedwithstrict

confidentiality,ensuringparticipants'anonymitytocreateasafeandopenenvironment

forsharing theirviews.Participantswillbemadeawarethattheirinvolvementis

voluntaryandthattheycanfreelyprovideinformationatanytime.
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3.ResultsandDiscussion

3.1. Descriptivestatistics

DemographicInformationofrespondent

Themajorityofrespondents(65.5%)aremale,while34.5%arefemale,indicatingfewer

femaleworkersinthebank.Mostrespondents(67.3%)arebelow theageof30,with

30%aged31-40andonly2.7%aged41-50.Maritalstatusshowsthat65.5%aremarried,

and34.5%aresingle,whichmayinfluencework-lifebalanceandprofessionalattitudes.

Regardingeducation,57.3%holdaBA/BScdegree,and42.7%haveamaster’sdegree,

reflectingahighlyqualifiedworkforce.Mostrespondents(79.1%)areinnon-managerial

positions,while20.9%holdmanagerialroles.Additionally,67.3%havelessthan5years

ofexperience,25.5% have6-10years,andonly7.3% have11-20years,indicatinga

relativelynewworkforce.

Thefindingsindicatethatrespondentsgenerallyholdpositiveattitudestowardfemale

managers,particularly regarding theircompetency (M = 3.95,SD = 0.882)and

effectivenessindecision-making(M =3.79,SD=0.858).Thereisstrongagreementthat

femalemanagerspositivelycontributetoorganizationalculture(M =4.07,SD=0.751),

thoughsomevariabilityexistsinhow respondentsperceivetheirleadershipabilities.

Notably,respondentsacknowledgethatnegativeattitudestowardfemalemanagerscan

impactjobperformance(M =3.80,SD=0.956),suggestingthatworkplacebiasremains

achallenge.

Intermsofperceptions,femalemanagersarewidelyrecognizedfortheirstrengthsin

organizingresources(M =4.01,SD=0.748)andcreatingsupportiveworkenvironments

(M =3.96,SD=0.789).However,somerespondentsexpressuncertaintyregardingtheir

self-confidence(M =3.80,SD=0.855)andconflictresolutionskills(M =3.73,SD=

0.957).Theabilityoffemalemanagerstohandlelargeprojects(M =3.69,SD=1.123)

receivedthelowestmeanscore,withahighstandarddeviation,indicatingconsiderable

disagreementamongrespondents.

Genderstereotypescontinuetoinfluenceperceptions,withmoderateagreementthat

stereotypesaffecthow femalemanagersareviewed(M =3.58,SD =1.160).While

respondentslargelybelievethatempathyandrelationship-buildingskillsalignwith
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leadership roles (M = 3.84,SD = 0.841),opinions are more divided on whether

pregnancyimpactsleadershipeffectiveness(M =3.46,SD=1.163).Thereisstronger

consensus that household management skills translate wellinto professional

leadership(M =3.89,SD=0.805),indicatingashifttowardvaluingtraditionallyfeminine

traitsinmanagerialroles.

Therol0eofworkplacediversityinfosteringapositiveorganizationalcultureisstrongly

supported,withhighagreementthatgenderdiversityimprovesperformance(M =4.25,

SD=0.710)andenhancesworkplaceinclusivity(M =4.05,SD=0.817).However,while

manyrespondentsrecognizethebenefitsofgenderequality,someremainhesitant

aboutitsdirectimpactoninnovation(M =3.89,SD =0.902),suggestingthatmore

exposuretofemale-ledinitiativesmaybeneeded.

Femalemanagersstillfacesignificantworkplacechallenges,withrespondentsagreeing

thattheyencountermoreobstaclesthantheirmalecounterparts(M =3.73,SD=0.928).

However,thereisoptimism aboutcareergrowthopportunities(M =4.04,SD=0.801)

andbalancingprofessionalresponsibilities(M =4.06,SD =0.849),suggestingthat

workplacepoliciessupportinggenderequityarehavingapositiveeffect.Despitethis,

variabilityinresponsestotherecognitionoffemale0managers’contributions(M =4.02,

SD = 0.867)indicates thatimplicitbiases may stillaffectthe0irvisibility and

advancement.

Table1Independentt-test

GroupStatistics

Gender N Mean

Std.

Deviation

Std.Error

Mean

Attitudeabout

FemaleManagers

Male 72 3.7500 .63218 .07450

Female 38 4.1974 .44705 .07252

Source(surveyresult2024)

Theindependentt-testresultsshow astatisticallysignificantdifferenceinattitudes

towardfemalemanagersbetweenmaleandfemalerespondents.Femalerespondents

(Mean=4.19)scoredsignificantlyhigherthanmales(Mean=3.75).

3.2. Regressionanalysis
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Table2Anova

ANOVAa

Model Sum of

Squares

df Mean

Square

F Sig.

1 Regressio

n

23.072 3 7.691 46.118 .000b

Residual 17.676 106 .167

Total 40.748 109

Source(surveyresult2024)

a.DependentVariable:AttitudeaboutFemaleManagers

b.Predictors:(Constant),Work place diversity,Gender stereotype,

Perceptionoffemalemanagers

The ANOVA results confirm that workplace diversity,gender stereotypes,and

perception of female managers significantly influence attitudes toward female

managers.The totalsum ofsquares (40.748)represents the overallvariance in

attitudes,whiletheregressionsum ofsquares(23.072)indicatesthatmorethanhalfof

thisvarianceisexplainedbythethreeindependentvariables.Theresidualsum of

squares(17.676)accountsfortheremainingvariance,suggestingthatotherfactorsnot

includedinthemodelalsoplayarole.

Themodel’sdegreesoffreedom (df=3forregression,106forresidual,and109total)

reflectthenumberofpredictorsandobservations.Themeansquareforregression

(7.691)issignificantlylargerthanthemeansquareforresiduals(0.167),highlighting

themodel’sstrongexplanatorypower.ThehighF-value(46.118)furthersupportsthe

conclusionthatthepredictorshaveasignificantcollectiveimpactonattitudestoward

femalemanagers.

Thep-value(0.000)confirmsthestatisticalsignificanceofthemodel,meaningthereis

strongevidencethatworkplacediversity,genderstereotypes,andperceptionsoffemale

managersmeaningfullyshapeattitudestowardfemaleleadership.Thisunderscoresthe

importance offostering inclusive workplace policies,addressing stereotypes,and

improvingperceptionstocreateamoresupportiveenvironmentforfemalemanagers.
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ModelSummaryofRegressionAnalysis

Table3Modelsummary

ModelSummary

ModelR RSquareAdjusted R

Square

Std.Errorof

theEstimate

Durbin-

Watson

1 .752a .566 .554 .40836 1.991

Source(surveyresult2024)

a.Predictors:(Constant),Workplacediversity,Genderstereotype,

Perceptionoffemalemanagers

b.DependentVariable:AttitudeaboutFemaleManagers

Themodelsummaryshowsastrongpositivecorrelation(R =0.752)betweenthe

predictors and workers'attitudes toward female managers.This indicates that

workplace diversity,gender stereotypes,and perception of female managers

significantlyinfluencetheseattitudes.

WithR²=0.566,themodelexplainsasignificantportionofthevarianceinattitudes

towardfemalemanagers.TheAdjustedR²(0.554)confirmsthemodel’sreliability,with

aminimaldifferencefrom R²,indicatingthepredictorsarerelevant.

TheStandardErroroftheEstimate(0.40836)reflectsprecisepredictionswithsome

variation.Overall,workplacediversityandperceptionsoffemalemanagersarekeyin

shapingattitudes,whileadditionalfactorsmaystillcontribute.TheDurbin-Watsonvalue

inthisstudyis1.991,whichisverycloseto2.Indicatingthatthereisnosignificant

autocorrelationntheresiduals.

Table4RegressionAnalysisofCoefficient

Variables

Unstandardized

Coefficients

Standardized

Coefficients

t Sig.B Std.Error Beta

1 (Constant) .579 .295 1.961 .053
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Perception offemale

managers

.293 .115 .300 2.550 .012

Genderstereotype .155 .098 .150 1.578 .117

Workplacediversity .409 .100 .388 4.077 .000

Source(surveyresult2024)

Theregressionanalysisrevealsthatperceptionoffemalemanagersandworkplace

diversity significantly influence attitudes toward female managers,while gender

stereotypesdonothaveastatisticallysignificanteffect.

Theconstant(0.579,p=0.053)suggeststhatthebaselineattitudetowardfemale

managersisnotsignificantlydifferentfrom zerowhenallindependentvariablesare

excluded.Theperceptionoffemalemanagers(β=0.293,p=0.012)hasamoderate

positiveimpact,indicatingthatasemployeesdevelopmorefavorableviewsoffemale

managers,theiroverallattitude toward them improves.The standardized beta

coefficient(0.300)confirmsthismoderateeffect.

Incontrast,genderstereotypes(β =0.155,p=0.117)donotsignificantlypredict

attitudestowardfemalemanagers.Whilethepositivecoefficientsuggestsapotential

influence,thelackofstatisticalsignificanceandthelow standardizedbeta(0.150)

indicatethatstereotypesalonemaynotstronglyshapeemployees’attitudes.

Themostinfluentialfactorisworkplacediversity(β=0.409,p=0.000),whichhasa

highlysignificantandstrongpositiveimpactonattitudestowardfemalemanagers.The

standardizedbetacoefficient(0.388)isthehighestamongthepredictors,highlighting

thecriticalroleofinclusiveworkenvironmentsinshapingacceptanceandsupportfor

femaleleadership.

Overall,thesefindingsemphasizetheimportanceofimprovingperceptionsoffemale

managersandpromotingworkplacediversitytofostermorepositiveattitudestoward

femaleleadership,whilealsoindicatingthatreducinggenderstereotypesalonemaynot

besufficientwithoutbroaderculturalandorganizationalchanges.

4.Conclusion

Thisstudyexaminedthedeterminantsofworkers'attitudestowardfemalemanagersin

the Bank ofAbyssinia,focusing on genderstereotypes,workplace diversity,and
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perceptionsoffemaleleadership.Thefindingsrevealthatwhilemanyemployees

acknowledgethecompetenceandeffectivenessoffemalemanagers,persistentgender

biasesstillinfluenceworkplaceattitudes.Theresultsindicatethatworkplacediversity

plays a crucialrole in shaping positive attitudes,with employees in inclusive

environmentsdemonstrating greateracceptanceoffemaleleadership.Additionally,

perceptionsoffemalemanagerssignificantlyimpactattitudes,suggestingthatdirect

exposure to female leadership helps dispelmisconceptions and fosters a more

supportiveworkculture.However,genderstereotypes,whileacknowledged,didnot

emerge asa statisticallysignificantpredictorofattitudes,indicating thatbroader

culturaland organizationaleffortsareneeded to fullyaddressbias.Demographic

factors also influence attitudes,with male employees generally displaying less

favorableperceptionsoffemalemanagerscomparedtotheirfemalecounterparts.

Additionally,employeeswithpriorexperienceworkingunderfemalemanagersshowed

moreprogressiveviews,highlightingtheimportanceofrepresentationandmentorship.

5.Recommendation

 Focus on Changing Negative Attitudes:Prioritize programs thatshift

negative perceptions offemale managers.Showcase successfulfemale

leadersandrewardtheirperformancetoinspirechange.

 Training and Experience Sharing: Organize training sessions where

successfulfemalemanagerssharetheirleadershipjourneys,particularlyfor

male employees with less favorable attitudes.Promote thatleadership

effectivenessisbasedoncompetence,notgender.

 ConductAwarenessPrograms:Implementseminars,psychologicaltraining,

and motivationalactivitiesto challengegenderstereotypesand promote

diversity.

 Empower Female Employees: Introduce leadership workshops and

mentorshipprogramsto boosttheconfidenceoffemaleemployeesand

encouragethem toseethemselvesascapableleaders.

 EnhanceOrganizationalCulture:Integrategenderequitystrategiesintothe

organization's culture,with clearpolicies forgenderequality,inclusive

recruitment,andpromotionpractices.
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 AddressEmployeeConcerns:Facilitateopenforumsforfemalemanagersto

voice theirchallengesand collaborativelyworkon solutionsfora more

supportiveworkplace.

 Promote a Gender-Equitable Workplace:Establish measurable goals for

increasing female representation in leadership and celebrate diversity

milestonespublicly.

 ContinuousMonitoringandFeedback:Regularlyassessemployeeattitudes

throughsurveysandfeedbackmechanismstomonitortheeffectivenessof

genderequityinitiatives.

6.Futureresearchdirection

 Expand to AllBranchesoftheBankofAbyssinia:Extend thestudyto all

branchesoftheBankofAbyssiniaacrossEthiopia,withalargerpopulationsize,

toobtainamorecomprehensiveunderstandingofemployees’attitudestoward

femalemanagers.Thiswillimprovethegeneralizabilityofthefindings.

 IncludeOtherBanksandSectors:Broadentheresearchscopetootherbanks

andenterpriseswithinthefinancialsectortoassessemployeeattitudestoward

femalemanagersindifferentorganizationalandculturalcontextsacrossthe

country.

 RegionalandCross-CulturalAnalysis:Conductresearchinvariousregionsof

Ethiopia,incorporating diverse culturaland societalnorms,to explore how

regionaldifferencesaffectattitudestowardfemalemanagers.

 Comparative Studies:Compare attitudes and challenges faced by female

managers in public and private sector organizations,identifying unique

opportunitiesandbestpracticesforfosteringgenderequality
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