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ABSTRACT

The major purpose of this research paper is tcsadbe effectiveness and challenges
of women leaders at Addis Ababa sector bureaush&wit attempts to identify major
problem areas in relation to women challenges. drtadysis was conducted based on
a descriptive survey research method applied toleyaps and women managers
with the main focus placed to respondents whosedsgon reflects about women
leaders. The sample was selected using purposn®ma sampling techniques, and
the tools used were structured questionnaires atatview. Questionnaires were
distributed to 48 random subordinates and all ab&l 14 managers. Both primary
and secondary data was used in the study. The findings of the research are the
following: Women leaders’ lacks skill, lack of dadence, lack of target strategies
and inconsistency, institutional and individual adisiination, lack of training in
leader career development in the sector bureauamdlyf and other social
responsibilities. This can be revealed by minimgzchallenges that come from the
subordinates in the bureaus who failed to belieeenen leaders’ capability. Top
managers should equally treat men and women leaatétade should be changed by
the low acceptance of women position by all empdsy® the bureaus. Therefore, it
can be concluded that, the Addis Ababa Sector Bisreould focus on improving
women leaders’ career by arranging and developiagnihg to upgrade women
leaders’ capabilities. Recognition and acknowledg@imo women leaders at all
levels is required in order to minimize challengesl to build confidence of women
leadership at Addis Ababa Sector Bureaus and nwitiien awareness raising
programs and sensitization programs on women enmpoeré should be put in place

to bring change in the society at large.



CHAPTER - ONE
INTRODUCTION

1.1 Background of the Study

Leadership is viewed as one of the most criticalés and one of the least understood
concepts in the world. Its history encompassesutjitcseveral paradigm shifts and
voluminous body of knowledge. As a universal attjvieadership is fundamental
for effective organizational and social functioninghe very nature of leadership is
that it is influencing process and its resultanicomes. Such process is determined
by the leader's and followers’ characteristics,pdstions, behavior perceptions,
attributions and the context wherein the processfbfencing occurs. It also means,
inspiring, delegation, collaboration, communicatianfluence, knowledge, respect
and the ability to constantly learn and change.deeship is simply the art of
influencing others to direct their will, abilitiesnd efforts to the achievement of
leader's goal. In the context of organizationadé&ship lies in influencing individual
and group effort toward the optimum achievementoodanizational objectives.
Leadership focuses on "people" aspect of manageraadt is based on the
assumption that, organizational effectiveness #aantly depends on their
motivation, effort and abilities (Yalokwu, 2004)rdfm the above discussion, we
realize that employees can be induced in a legatiming and acceptable way to
contribute their optimum to the achievement of argational goals through effective

leadership.

Leadership is an essential element of effectiveagament. Without developing the
leadership attitude and skills, a manager cannotseen to manage his/her
subordinates effectively. As asserted by Agrawe®8@), from a managerial

standpoint, leadership is the process of influanaoithers toward the accomplishment

of goals.



Earlier in male dominated system females were bptace and the management was
in the hand of men. Most of the times, in tradiibleadership the role model as
successful manager were men. Historically, itthesn argued that women have been
forced to adapt to limited opportunities by becognjab rather than career-oriented
and to focus on the immediate intrinsic rewardshef task rather than longer-term
benefits (Marshall 1984; Henning and Jardim 19Th)s also evidenced that women
prefer to move lateral than vertical career patitey give priority to personal job
satisfaction and following to this they focus omema aspirations, power and reward
(Mavin, 2001).

In the 2" century women are more present in the workforem it any time in the
history. Dramatic progress is shown in number aohdkes who succeeded to join
managerial and professional careers. All over, wariretheir capacity as leaders, are
working through many public sectors, private sextand NGOs. In this modern
world of today, the issue of gender equality hasob®e an area of concern in
development planning. The marginalization, fromedepment programs, of women
for a long period of time is challenged with chargipolicy perspectives from
Women in Development (WID), which aims to includemen in development
projects in order to make the latter more effectiiee Gender and Development
(GAD), which aims to address inequalities in wonseahd men’s social roles in
relation to development. Gender mainstreamingjritegration of gender issues into
every aspect of development programs, is aimedrmgowering women to enable
them participate in and benefit from the prograupsadly as men, being supported by

international and national policies (EDHS, 2008).

Global effort had been underway to alleviate the lkstatus of women since the
1990s. In the framework of the general conferertoglsl in Cairo (1994) and in
Beijing (1995), direction was set and recommendatiovere made targeting mainly
the removal of all the obstacles to gender eqgealitiThe outcomes of these
conferences recognized that the integration of gendsues into the general
development plan and program of a country is ctuara unavoidable step for
overall sustainable development and that needs db pmgoper attention by

governments. At international level, the Conventmn Elimination of all forms of
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Discrimination Against Women (CEDAW), the BeijindaBorm for Action (BPA),
and the Millennium Development Goals (MDGs) are tm@in strategies and

conventions introduced for the achievement of geedeality (EDHS, 2008).

The Federal Democratic Republic of Ethiopia has disveloped National Policy on
Ethiopian Women with women’s empowerment stratedyor instance Article 35
emphasizes equality in matters related to employmeguality in acquisition and
management of property, equal participation ingyoénd decision-making and right
of women to plan families is stated to ensuring dgenequality. The policy is
expected to be implemented throughout the coumtralii types of organizations;
including, public sectors, private and non-profakimg organizations. Among these,
the study focused on public sectors specificallyAdidis Ababa City Administration.
It aimed to identify effectiveness and challengésvomen managers in leadership.
As far as the knowledge of the researcher is coecemo intensive study has been
carried out so far on the leadership performancevoimen holding managerial
positions in the sector bureaus of the metropdliss, thus, worth studying, since it
can show the strengths, potential and weaknessesoafen in executing their

leadership responsibilities.

1.2 Statement ofthe Problem

Today situations are changing and females becarieedigcated the same as males
giving chance to join any organization accordingthieir profession. In Ethiopia,
when we examine the situation, there is an incceaseolvement of women in
management. Even if there is progress and improneareund the world, there are
also barriers for women which include men’s and woin differences. This is
directly reflected by the women themselves, whiohlude lacking to have the
appropriate attitudes, behaviors, skills and edocatregarding managerial
professional jobs. Progress in gender equalithénlabor market is usually reflected
in women’s share of professional jobs. Despiteitiqf@ovements observed, there has
been little change in women’s share of professigoizd. Women who work in male-
dominated professions face different constrainéorkplace discrimination, such as

lack of acceptance by male supervisors or colleagleck of proper training,
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isolation, and limited access to mentoring and female models, are more likely to
make them leave their jobs (ILO, 2004).

According to Federal Civil Service Commission (20)0&s quoted in Ethiopian
Demographic and Health Survey (2008), in Ethiopie breakdown of the federal
government employees by occupational groups aldicated gender disparity. From
federal government employees found in the cleraoal fiscal type of jobs 71.3%
were female, while the percentage of females wigbtl more than half (51%) in

custodial and manual type of jobs. Women make upo 2&nd 18% of the

administrative and professional, and scientific galtegories, respectively, indicating

that upper and middle level positions are overwlayhy dominated by men.

In general,researchers found that the society irorganization evaluates women
leaders negatively when compared to men leadetisoddh females are successful in
leadership, their ability regarding leadership mlerestimated by the society and
when leaders are women they will be judged negatifteautz, 2008). The same is
likely to apply for women managers in Addis AbabayCAdministration Sector

Bureaus.

It is claimed that, the major hindrance is gendscrimination. This can be revealed
by challenges that come from the subordinates enhilreaus who fail to believe
women leaders’ capability, preference of top mareded by men leaders than
women leaders, low acceptance of women in posibgnthe employees in the
bureaus. The attitude of subordinates on the pwadnce of women leaders may
result in low performance of the subordinates. &faee, the study assesses and
verifies the mentioned points. In addition thedstalso discusses the challenges and
success factors of women leadership in Addis Ab@hg Administration Sector

Bureaus.

1.3 Basic Research Questions

This study intends to seek answer to the followiagic questions:
+ What challenges do women leaders face to operat&dolis Ababa City

Administration Sector Bureaus?
4



+ How successful are women leaders in influencingr teabordinates and
achieving the goals and objectives of their offices

+ What is the perception of employees towards woraaddrs?

1.4 Objectivesofthe Study

The general objective of this study is to find the effectiveness and challenges of
women leaders in Addis Ababa City Administratiorct®e Bureaus. Specifically, the

objectives of the study include the following:

+ to investigate how successful women leaders aaeéomplishing their roles;

+ to determine the major challenges that women |safdee in executing their
leadership responsibilities;

+ to determine what leadership style or styles womieaders use
predominantly;

+ to examine if there is significant distinction beem female and male leaders
in their leadership styles; and

+ to identify the major problems of women leaders @ndpose appropriate
measures that need to be taken to overcome theveldseroblems.

1.5 Significance ofthe Study
The study is significant for the following main seas:

+ The issue is a national issue and hence, it mayiggaiseful information for
the management of Addis Ababa City Administrationgeneral, and the
sector bureaus in particular, to design and modestiategies that would

enhance the leadership capacity of women.

+ The result of the study may also serve as a retertar those who would like
to carry out further study in the area and addevéduthe literature.



1.6 Research Design and Methodology
1.6.1 Research Design

The study used the descriptive research methocesoritbe the achievements and
challenges of women in leadership in Addis Abab#&y Gidministration Sector
Bureaus. Relevant data were collected through #ia dollection tools developed.
The collected data were tallied, tabulated andyaedl using both qualitative and
guantitative data analysis methods. The data ispaissed and interpreted based on
the theoretical framework devised and at the ehd, findings of the study are

summarized and conclusions and recommendationsfded accordingly.

1.6.2 Population and Sampling Techniques

The study focused on the Sector Bureaus under Addaba City Administration.

The population of this study included women leadeotding top, middle and

operational level managerial positions and therosdinates. The number of women
leaders and employees supposed to be included enstidy was 22 and 160
respectively. However, only 14 women leaders wereessible and willing to

participate in the study. The researcher selecbedsector bureaus from the 13
bureaus which are currently operating in the meliispusing purposive sampling
technique. Furthermore, to select the sample resgds from the selected sector
bureaus, the researcher used stratified random lisgmnp Thus, the managerial
positions where classified into top, middle and rapenal level categories and
respondent employees were selected proportion&taly each stratum, in order to
ascertain a balanced representation of the popaolatAs a result, 30 percent of the
populations of subordinates were selected to camplee questionnaire developed
and they could represent the population. The wolig table shows the number of

samples respondents selected from each sectoruopirgortionately.



Table 1 — Number of subordinates from Sector Bureas

Total No. of | No. of Sample
No. Bureaus Subordinates | Subordinates
(30%)
1 | Women & Childrer 25 8
Affairs Bureau
2 | Communication Afairs 27 8
Bureau
3 | Education Buree 21 6
4 | Finance & Economi 30 9
Development Bureau
5 | Health Burea 31 9
6 | Trade & Industr 26 8
Total 160 48

Source: Field Survey, January 2013

1.6.3 Data Sources and Data Collection Tools Used

1.6.3.1 Source of Data

In order to generate relevant data for this stumyh primary and secondary data
sources were employed. Primary data are the ofigiat@ which were collected by

the researcher from the respondents and secondaayimclude data which were

collected from different written documents. Primaata were essential in that they
help to get firsthand information from the respamdeand the secondary data usually
help to acquire relevant information that would gement the data obtained from

the primary sources. Furthermore, they can helgetorelevant data that cannot be
obtained from the primary sources.

1.6.3.2 Data Collection Tools Used

As stated above the primary data in relation tea@f¥eness and challenges of women
managers were collected from the sample respondamsgh the administration of
structured interview and the distribution of questiaire. Structured interview
sessions were conducted with the selected womeragessileaders. Interview is
helpful to meet face to face with the intervieward get detailed information. The
presence of interviewer is likely to allow explanatfor complex questions (if any).

Moreover, the interviewer can control the contaxdl he environment in which the
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interview takes place. Questionnaires were alsiloliged to supervisees and women
managers to collect relevant data. First, pilot éesthe questionnaire instrument was
made on selected managers and their superviseebettk the reliability of the
guestionnaires developed. Questionnaire was seldxt the researcher because it is
cheap and offers respondents the chance to giwedgpiaion freely. The secondary
data were collected from books, magazines, artiatek journals, reports, statistical

publications, etc.

1.6.4 Data Analysis Method

After administering the questionnaire and struaurgerview, the responses of the
subjects were tallied, tabulated and organized.scBgtive statistical method was
employed to analyze the data. This is becausg;ntiethod involves gathering data
that describe events and then organizes, tabutigeg;ts, and describes the data. It is
used to reveal summary statistics by showing resgmio all possible questionnaire
items. Thus, frequency counts and percentage weesl to analyze the data
obtained. In addition the order of importance rdgay factors affecting leadership
practices is shown. To calculate the averageafatactors the researcher developed
the following formula; the summation of the ratetloé factor from each subordinates
for the variables divide by five times number ofpendents; where 5 is the

alternatives prepared for each questions.
2™, (rate of the factor)

5 * Number of respondents

Average Rate of the factor =

1.7 The Scope/Delimitation of the Study

The study focused on effectiveness and challenfeomen in leadership in terms
of supervision, leading style, as well as managérability of women managers of
Addis Ababa City Administration Sector Bureaus. isTrstudy had its own

delimitation in the sampling frame which only catesied selected functional
bureaus. The findings of the study would have beere reliable if it was conducted
by including all the sector bureaus and sub-cilike woredas and kebeles) in Addis

Ababa. These were not included due to time, acmeddinancial constraints.



1.8 Limitation

Respondents, especially, employees were not freeugkn to fill out the

questionnaires and foreword their real feeling emehments without fear. There was
big challenge to contact employees and leaderganteedback from sector bureaus
as required because most of the time they are edgag several meetings. In
addition to this because the top managers of thecteel sector bureaus were
extremely busy (with meetings & travels of fieldsdaabroad) the researcher could

not get chance to include them in the study.

1.9 Organization of the Research Report

This research paper is organized in four chapt€isapter One comprises the
introduction part, including the background of @tedy, statement of the problem,
research questions, objectives of the study, saamte of the study, research design
and methodology of the study and scope and limitabf the study. The second
chapter dealt with the review of related literafunnich describes the theoretical
framework of leadership in general and experierfadifterent countries and women
leadership in particular. It deals with concepcess, principles, objectives and
dimensions of the subject matter of the study basedlifferent books, journals,
magazines, manuals, and other publications relttetie topic. The third chapter
describes the findings, and results of the stutlgviong with their interpretation and
discussion with the help of the literature consllt€he fourth chapter is the closing
chapter which presented the summary, conclusiodsesommendation of the study.

List of reference and appendices have been alsendeg at the end.



CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1 Concept and Definition of Leadership

2.1.1 Leadership Concept

Leadership is a complex social process and roatedspects of values, skills,
knowledge as well as ways of thinking of both leadend followers. Thus, it is all
about the continuous process of establishing andtaiaing a connection between
who aspire to lead and who are willing to followefldey & Blanchard, 1984).
Leadership actually is a combination of skills dathavior which exhibits those skills
(Besterifield, Michna, Glen, & Sacre, 2003).

Leaderships can be of many aspects and they diffaffectiveness in terms of
consequences of their actions towards internal extdrnal stakeholders. Since
organizations today are faced with many challengspecially with the constant
changes in technology, economic, social, politexadl legal conditions and internal
processes, flexibility is required in resource ipdiion and in the promotion of
continuous learning (James & Collins, 2008; Leavy&kiernan, 2009). Therefore,
there is a need for leaders in organizations totrilmrie not only in terms of
knowledge or ideas but also in making right decisiand responding to the changes
(Ibid, 2003).

In order to become successful, leadership requaresntuitive understanding of
human nature, the basic needs, wants, and abibfigeeople. To be effective, a
leader understands that:

1. People, paradoxically, need security and indepeselahthe same time.
2. People are sensitive to external rewards and pon@sts and yet are

strongly self-motivated.

3. People like to hear a kind word at praise. Catebpte doing something
right, so you can put them on the back.

4. People can process only a few facts at a time; thlsader needs to keep
things simple.

5. People trust their gut reaction more than statiktiata.
10



6. People distrust a leader’s rhetoric if the words imconsistent with the

leader’s actions (Besterifield et al. 2003).

2.1.2 Definition of Leadership

Leadership is the art or process of influencinggbeso that they will strive willingly
and enthusiastically toward the achievement of grgoals. Leaders act to help a
group attain objectives through the maximum appbeaof its capabilities. Since
people tend to follow those who in their view, offeem a means of satisfying their
own personal goals, the more managers understaatimdtivates their subordinates
and how these motivation operate, and the more téfigct this understanding in
carrying out their managerial actions, the moreeaive they are likely to be as
leaders (Weihrich & Koontz, 2001).

According to Dubrin (2008), leadership is definesd gartnership and relationship.
Leadership as a Partnership; here the leader angrttup members are connected in
such a way that the power between them is apprdglyndalanced. Partnership
occurs when control shifts from the leader to theug member, in a move away
from authoritarianism and toward shared decisiorkintga And Leadership as a
Relationship; a modern study of leadership empkasithat leadership is a
relationship between the leader and the peoplegbleid. Research indicates that
having good relationships with group members isagomsuccess factor for the three

top positions in large organizations.

Leaders, therefore, tend to have a longer-ranggppetive, a vision of the future, a
picture of what their organization will look liken,i say, in three or five years. A
vision may sound rather grand, but formulating yeision of the future is a vitally

important first step in the planning process .So. a strong vision, allied to an
optimistic, can-do attitude on the part of the kradan inspire other people onto

greater things (Jones & Pound, 2008) .
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2.2 Leadership Theories

Like the study of management knowledge, the ledulersoncept has also been
supported by various theories. These theories adeiship have been developed
through the several stages of evolution, rangimgmfrgreat man approach to
transformation theory of leadership. There arer fiypes of theories; personality
theory of leadership, behavioural theories of leslp, situational leadership
theories, followers’ acceptance theory. For thiglg the researcher only focused on

the part of contingency theories and recent thedi¢eihrich & Koontz, 2004).

Path Goal Theory. Like other contingency theories of leadershighpgoal theory
also helps us in understanding and predicting eWfetess of leadership in different
situations. This theory has been evolved by Ma&ikvans and Robert J House. It
is derived from expectancy theory of motivation &aded on the assumption that the
effective leader can increase subordinate’s matimaby; clearing subordinate’s
perception about the goals of work, explaining lgnals and desired rewards can be

achieved, and linking meaningful rewards with gatginment (Ibid, 2004).

Advocates of path theory believe that managers rieeatly contingently on the

following different leadership styles:

+ Supportive Leadership:

Gives consideration to the needs of subordinatesys a concern for their
well-being, and creates a pleasant organizatidirahate. It has the greatest
impact on subordinates’ performance when they amastrited and

dissatisfied.

+ Participative Leadership:
The leader seeks participation of his subordinateskeeps them informed on
various task and goal situations. Allows suborgigato influence the

decisions of their superiors and can result ineased motivation.

12



+ Instrumental/Directive Leadership:

Gives subordinates rather specific guidance andfiewhat is expected of
them; this includes aspects of planning, organiziegordinating, and
controlling by the leader.

Recent Theories

According to Bedia (1993), as quoted in YalokwuQ2)) there are three theories
currently emerging; Charismatic leadership, leadember exchange, and

transformational leadership. These theories aedlpiliscussed below;

Charismatic Leadership Theory. an aspect of referent power, charisma is a apeci
quality that reaches people on an emotional, nbornal level, motivating them to
extraordinary efforts (Yalokwu, 2004).

Leader-Member exchange Theorythis theory holds that leadership is a one-on-one
exchange in which leaders behave differently witifecent group members rather
than the same with each member (Ibid, 2004).

Transformational Leadership Theory: a third perspective has its roots in the belief
that the challenges facing the world in the newlanilium require a new kind of
leadership (Ibid, 2004).

Advocates of this belief describe what have bedrbdd transformational leadership
as consisting of two complementary roles; the maret-shaker and the gentle
persuader.
- Mover-and-shaker:- achieves a transformation inoeganization's fortunes
and is, therefore, described as a transformingelead
- Gentle persuader:- the transforming leader conveltsvers into leaders by
persuading them to look beyond their own self-egerfor the good of the
whole, to consider long term rather than immediaeds, and to become

more aware and accepting of an organization's gfibld, 2004).
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Leaders in this theory articulate a vision and iresfollowers. They also have the

capacity to motivate, shape the organizationalicel/tand create a climate favourable
for organizational change (Weihrich & Koontz, 2004)ransformational leadership

is a leadership that makes subordinates awareeofntportance of their jobs and

performance to the organization and aware of tbein needs for personal growth

and that motivates subordinates to work for thedgobthe organization (Jones &

Gorge, 2009).

Transactional leadershipis a leadership that motivates subordinates byarawwg
them for high performance and reprimanding themdar performance (lbid, 2009).
Transactional Leaders identify what subordinatesdng® do to achieve objectives,
clarify organizational roles and tasks, set up a&gawization structure, reward
performance and are considerate for the socialsettheir followers. Such leaders
work hard and try to run the organization effediivand efficiently (Weihrich &
Koontz, 2004).

2.3 Function of Leadership

A leader is a person who leads or governs the reztid his/her followers. He/she
explains the importance of unity in the group anceds the followers in the

attainment of the group’s objectives. Therefohe leader has to perform various
functions. The following are important function$ leader/leadership (Saakshi,
2006).

Organizing Teamwork: The leader is responsible to develop team work t@and
maintain it leader, follower, and environment ane tdeterminants for teamwork.
Therefore, the duty for the leaders is; studiesheadividual, inculcates in them an

interest for work, and make the environment induecti

Integration of Teamwork and Organizational Objectives Incorporating the
followers’ endeavour and objective of the organaais one of the major functions
of leadership. The leader directs the effortsheffbllowers towards the achievement
of the objectives of the organization of which he/ss a part. In this situation each
individual performs his/her work independently. #tegration of those parts of the

whole is of paramount importance towards the attaint of goals.
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Representative of SubordinatesA leader represents the management as well as the
subordinates and in this context the leader is rdaarmediary between the top
management and the work group. Leaders reprekentotlowers before the top
executives and management before the working grauperefore, the effectiveness

of the organization depends on the strength okthiaking pins.

An Appropriate Counsellor: In the working place sometimes, an emotional
disagreement is created among workers. The ldadbe one removes all barriers
and tentative blocks for effective performance asmkes the subordinates of

emotional tension by providing counselling.

Domination or Use of Power If effective achievement of the organization gl
expected from the leader, he/she must use the iaegem authority and power to
dominate his/her followers. This power shouldused in a manner to bring out
stimulate positive response from the followers.this condition the leader uses
formal power (rewards power, coercive power, |leggiie power, referent power, and
expert power) and informal power. A leader canelfifective only when his/her
subordinates obey his willingness, hence, he/stst ose power in the best interests

of the group he/she leads.

Striving for Effectiveness Most of the time, managers are too busy witleothig
assignments of the functional bureau. Therefoaldes encourage and nurture team
work to bring effectiveness in the organization mstter management and by the
proper use of power. A leader provides an adequatard structure to encourage
the performance of employees; delegate’s authawityerever necessary; invites
participation to achieve better results. He briaffsctiveness to the organization by
providing workers with the necessary resources,gncommunicating to them what

is expected of them.

Managing of Time: Time is precious and vital, by considering tfast, leaders has
to have a thorough knowledge of the principlesimiet management.He/she is in a

position to monitor time in the interests of thgamization.
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Fraternity : It implies cooperation among the subordinatesa¢hieve a common
goal. Leadership style and its approaches must ghaimportant role developing
industrial harmony. He/she should develop a cknadtcooperation among workers

to achieve success.

Communications A leader must communicate the organizational guedi
procedures and programmes, to the members of gamiaation group. He/she must
communicate authority and responsibility of eactividual in the group so that
everybody knows what he/she has to do and whatandthow to do it. He/she must
also communicate the results of his performancedgar bad, so that he/she may

improve his effectiveness (Saakshi, 2006).

2.4 Importance of Leadership

Leadership is the ability of a manager to inducéosdinates to work with

confidence. A manager, who possesses the leadegslalities, is an important
modifier of behaviour of people working under hitde/she provides direction to the
efforts of the people towards the organizationahlgo Therefore, the following
points which describe the importance of leaderé¥igung, 2011).

Determination of Goals A leader performs the creative function of layidgwn
goals and policies for the follower. He/she adsaaguide in interpreting the goals

and policies.

Organization of Activities: A good leader divides organizational activitieacag
the employees in a systematic manner. The rekttipa between them are clearly

laid down. This reduces the chances of conflitiveen them.

Achieving Coordination: A leader is the one who integrates individuakslg with
organizational goals as well who creates a communfitinterests. He/she keeps
him/herself informed about the working of the grotfe/she shares information with

the group for the coordination of its efforts.
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Representation of Workers A leader is representative of his/her group. sHe/
takes imitative in all matters of interest to threup. He/she also attempts to fulfil

the psychological needs of his/her followers.

Providing Guidance A leader guides subordinates towards the achiewerof
organizational objectives. He/she is available ddwvice whenever a subordinate

faces any problem.

Inspiring of Employees A good leader inspires subordinates for bettefopmance.
Motivation is necessary for getting the desired kvbbom the subordinates. The
leader motivates the employees by providing themnemic and non-economic

rewards.

It Motivates Employees A good leader (by exercising his/her leadershmpjivates
the employees for higher and better performanceotividtion helps in getting the
work done, realizing the objectives, inspiring grafforts and team work and getting
cooperation and whole-hearted support from the eyags for the accomplishment

of the assigned task.

It creates Confidence A good leader creates confidence in his followsrslirecting
them, giving them advice and ensuring through tlgewwd results in the organization.

A confident employee proves to be an asset footganization.

It Builds Morale: By providing effective leadership, morale of dayges is raised
very high, ensuring high productivity and stability the organization. Higher
productivity is the result of high morale. It cka concluded that good leadership is
indispensable in all managerial functions whethés motivation, communication or
direction. Good leadership leads to proper antfaatory performance. On the
other hand unsatisfactory performance of employaeany organization may be

primarily due to poor leadership (Young, 2011).
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2.5 Styles of Leadership

Any organization has a goal that would be achievért leadership style which the
leader follows has an impact on the achievemethi@foal. This is the behavioural
design of the leader which shape up the subordina@baviour. As a behavioural
category leadership has drawn attention to the rtapoe of style. There are three
types of leadership style; motivational, power, anéntation styles (Saakshi, 2006).
The researcher focused on power style.

Power Styles

The style of leadership towards subordinate statf the focus of power can be
classified with a broad three-fold heading.

Authoritarian (autocratic) Style:

In this style only the manager exercises decisi@king, and has the authority to
determine procedures, policies, and systems forewcly goals work tasks. In

addition the leader controls rewards or punishmenis this style leader commands
and expects compliance, is dogmatic and positivé |@ads by the ability to withhold

all actions (Ibid, 2006).

Democratic Style:

The leader encourages subordinates to participatbe actions and decisions and
there is greater interaction between the leaderthadgroup. The emphasis of
power also with groups and leadership functions slr@red with members of the
group and the manager is more a part of the tebinhis style the leader will take

action with consulting the group members and subatds. The emphasis of power
is more with the group as a whole and group membave greater say in decision
making, determination of policy, implementation Syfstems and procedures (Ibid,
2006).
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A Genuine Laissez — Faire Style:

In this style the leader give high degree of insdej@mce for subordinates in their
operations and observes that members of the gmeugvarking well on their own.

The manager pass the decision making to the sutaiedi and allow them to take
action with freedom and fail to interfere unlesshélp is needed. Such leaders
depend largely on subordinates to set their owrsgaad the means of achieving
them, and they see their role as one of aiding dperations of followers by

furnishing them with information and acting primigras a contact with the group’s

external environment (Saakshi, 2006).

2.6 Qualities of leadership
These are some of the commonly known qualitiegadérship;

+ Enthusiasm: it is defined as a sincere interest and exuberanctéhe
performance of duties. If the leader is enthusiaist optimistic, cheerful, and
willing to accept the challenges.

+ Integrity: This is the quality that makes people trust yaod trust is essential
in all human relationships — professional or pevdtntegrity’ means both
personal wholeness and adherence to values ougsuself — especially
goodness and truth.

+ Toughness. Leaders are often demanding people, uncomfortabldave
around because their standards are high. Theyemikent and tenacious.
Leaders aim to be respected, but not necessaipiylao

+ Fairness. Effective leaders treat individuals differentyt equally. They do
not have favourites. They are impartial in giviregvards and penalties for
performance.

+ Warmth: Cold fish do not make good leaders. Leadershiplires your heart
as well as your mind. Loving what you are doing aadng for people are

equally essential.
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+ Humility: This is an odd quality, but characteristic of they best leaders.
The opposite of humility is arrogance. Who wantsmark for an arrogant
manager? The signs of a good leader are a willsgyte listen and a lack of
an overweening ego.

+ Confidence:Confidence is essential. People will sense whetinenot you
have it. So developing self-confidence is alwayes gheliminary to becoming
a leader. But don't let it become overconfidenbe, first station on the track

leading to arrogance (Adair, 2007).

Characteristics of Quality Leaders

An effective leader creates an environment thatmpger the development of
homogenous and cohesive workgroups; and integréttes groups with the

organization. He/she inspires people to directirthefforts toward goal

accomplishment. It is rare quality, and probablgharismatic one. But there are
leaders who have devoted and loyal followers whquestionably do their bidding
(Yalokwu, 2004).

According to Besterifield et al. (2003), the follmg are characteristics that
successful quality leaders demonstrate;
1. They give priority attention to external and in@roustomers and their needs.
Leaders place themselves in the customers’ shakseawice their needs from
that perspective. They continually evaluate thestmmers’ changing

requirements.

2. They empower, rather than control, subordinatesadees have trust and
confidence in performance of their subordinatebeylprovide the resources,
training and work environment to help subordinategheir jobs. However,

the decision to accept responsibility lies with itheividual.
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3. They emphasize improvement rather than maintenanceaders use the
phrase: If it is not perfect, improve it” ratheath“If it is not broke, do not fix
it.” There is always room for improvement, evethié improvement is small.
Major break through some times happen, but iteslittle ones that keep the

continuous process improvement on a positive track.

4. They emphasize prevention. “An ounce of prevenigomorth pound of cure”
IS certainly true. It is also true that perfectman be the enemy of creativity.
We cannot always wait until we have created théepeprocess or product.
There must be a balance between preventing proldechsieveloping better,

but not perfect processes.

They encourage collaboration rather than compatitiowWhen functional areas,
departments, or work groups are in competitiony theay find subtle ways of
working against each other or withholding inforroati Instead, there must be
collaboration among and with units.
1. They train and coach, rather than direct and sigeryi_eaders know that the
development of the human resource is a necesAgyoaches, they help their
subordinates learn to do a better job.

2. They learn from problems. When a problem existsjsittreated as an
opportunity rather than something to be minimizedcovered up. “What
caused it?” and “How can we prevent it in the fafirare the questions

quality leaders ask.

3. They continually try to improve communication. Leasl continually
disseminate information about the total quality agement effort. They
make it evident that total quality management ig qust a slogan.
Communication is two way-ideas will be generatedpeypple when leaders
encourage them and act upon them. Example, oeuwbeof Desert Storm,
General Colin Powell solicited enlisted men and wanfor advice on
winning the war. Communication is the glue thaideoa total quality

management organization together.
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4. They continually demonstrate their commitment talfqy. Leaders walk
their talk — their actions, rather than their wgrdsmmunicate their level of

commitment. They let the quality statements ae# tihecision making guide.

5. They choose suppliers on the basis of quality, prade. Suppliers are
encouraged to participate on project teams andrnbedavolved. Leaders
know that quality begins with quantity materialsiahe true measure is the

life — cycle cost.

6. They establish organizational systems to suppa@taimality effort. At the
senior management level quality council is providedd at the first line
supervisor level work groups and project teamsoaganized to improve the

process.

5. They encourage and recognize team effort. Theyoweage, provide
recognition, and reward individuals and teams. dees know that people like
to know that their contributions are appreciated emportant. This action is

one of the leaders’ most powerful tolls. (Bestetdiet al., 2003)

According to Storey (2004) there are Ten Commandmés of Effective
Leadership;

1. Know thyself: Know your own strength and weaknesses. Evalyate
capabilities. Improve upon your weaknesses arnideugour strengths.

2. Be arole model Expect no more than what you are willing to give

3. Learn to communicate with your ears open and your rauth shut: God
give us “two” ears and “one” tongue, perhaps foeason. Listen to what the
followers have to say.

4. Be ateam player: Do not sit in an ivory tower. Come close to theater of
operations. Make efforts to know what other memlwérthe team are doing

and become involved in their work.
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5. Be honest to yourself as well as to othersPeople appreciate honesty and
integrity in their leaders. You are a human beuedore you are a leader.
Show your human side, don’t cover it.

6. Do not avoid risks Courage is an integral ingredient of effectieaders.
Do not hesitate to take calculated risks. See Ipnob as challenges,
challenges as catalysts for change and changgspastanities.

7. Believe in yourself Be self-assured. Be confident in your abilityget the
job done.

8. Be proactive Take the offensive approach rather than defenapgoach.
Anticipate the problem and solve it before it beesanmanageable.

9. Be willing to accommodate and compromise:The real winner is the leader
who can facilitate the opposing side’s goals whihieving his own.

10.Be a good follower Every successful leader plays the role of a fedp at

some point. Also, effective leaders lead as theyldlike to be led.

2.7 Leadership Skill,

Leadership skills have now been universally recagphias a keyingredient — some
would say the key ingredient — in management. Adgmanager is now by definition
a leader. Equally, agood leader will also be a man&effective leadership depends
on three basic personal skills; technical skilke(tbility for specific task and which
helps Motivating & inspiring (inspire & energizempower subordinates, satisfying
unmet needs), interpersonal (human relations); gliligning people (communicate
goals, seek commitment, build teams & coalition)cé@nceptual skill; (Establishing
direction (create vision, clarify big pictures, setategies). These skills are defined as
the ability to use one’s knowledge & competenciesatcomplish goals (Adair,
2007).

2.8 Leadership Challenges

In theory, good leadership — although not an esa@nce — can be achieved. In
practice, however, this often does not happen.viddals who are genuinely

inspirational and can build trust; integrity andriass with their people tend to be the
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exception. Admittedly, many have not been adequatained, coached or mentored
but there are managers who have been on many aecgat still fail to improve.
What gets in the way of good leadership? The daswy of categorizing the
obstacles is by dividing them into personal andanizational, although they are

heavily influenced by one another.

Personal barriers

People have ingrained modes of thought and feelhgch prevent them from
becoming good leaders. Often the individual in ¢joaeshas no idea these exist and
can only find out and alter his or her behaviootlyh constant and honest feedback.
Although there can be many personal barriers, th&t @ommon one seems to be low
self-esteem. Such individuals strive either fof-aglgrandizement or try too hard to
be liked. They are either the office tyrants or #yeophants. In either case, they
command little respect because they are inconsistah fail to hold themselves or
their team accountable. This eventually createbnaate of perverse incentives and

mistrust.

Organizational barriers

It can, however, work the other way round, wher@kverganizational culture seeps
through to individual level. The company ‘way ofinig things’ can have a profound
effect on its leadership. For example, it couldhoe structure of an organization that
prevents good leadership from developing. Rigidarizhies: in which employees do
not have a voice and feel disempowered, are ugliteproduce successful leaders
simply because staff are not given the opportuaitghe belief. Authority, role or
status does not confer leadership. Companies witih pommunication and internal
conflict will find it difficult to unite behind a@mmon goal. For example, downsizing
under the label of creating shareholder value gmiaasal schemes that do not allow
proper feedback breed cynicism rather than insloyalty. All this adds up to a
widespread culture so entrenched that it becomg®ggmible for any individual to
combat it.
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Nature versus nurture

There are those who favor the nature versus nudebate and maintain that some
people simply were not born to lead. This, andthetlack of training or support, is
the main barrier to successful leadership. Althotigdte may be an element of truth
in this, it is essentially a poor excuse for pooyamizational behavior. Admittedly,
some people may never become great leaders bun#jaity of employees can
become inspirational and trustworthy. It is not atb@ossessing exceptional
personality traits but simply about good managemeémtadership exists in a
relationship between leaders and followers anduak san be acquired and learnt.
Effective mentoring and self-development on varimy®ls can support the nurturing
process. Networking should also be recognized aspaortunity to learn from other

leaders (Kouzes & Posner, 2002).

2.9 Women in Leadership
2.9.1 General Overview

Global effort had been underway to alleviate the ktatus of women since the
1990s. In the framework of the general conferertoelsl in Cairo (1994) and in
Beijing (1995), direction was set and recommendatiovere made targeting mainly
the removal of all the obstacles to gender eqgealitiThe outcomes of these
conferences recognized that the integration of gendsues into the general
development plan and program of a country is ctuara unavoidable step for
overall sustainable development and that needs db pgoper attention by
governments. At international level, the Conventwn Elimination of all forms of

Discrimination Against Women (CEDAW), the BeijindaBorm for Action (BPA),

and the Millennium Development Goals (MDGs) are ftmain strategies and

conventions introduced for the achievement of geedeality (EDHS, 2008).

The issue of gender equality has become an areanckrn in development planning
during the last few decades. Gender mainstreaninggintegration of gender issues

into every aspect of development programs, is aime@&mpowering women to
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enable them participate in and benefit from thegmms equally as men, being
supported by international and national policiEDKS, 2008).

Women as managers may use a different leadershgtsan men. One study found
that women see leadership as changing the setestitef followers into concern for

the total enterprise by using interpersonal skilsd personal traits to motivate
subordinates. This “interactive leadership” styleolves sharing information and

power, inspiring participation, and telling peoglgow that they are important. Men
in contrast, are more likely to see leadership ascuence of transactions with their
subordinates. Moreover, they more often use cbofroesources and the authority

of their position to motivate their people (Weitiri& Koontz, 2001).

Some researchers have also found that although waneestill less likely than men

to emerge as leaders, they are just effective wineyndo. Even though an increasing
number of people believe in equality of ability aodportunity, persistent, often

unconscious sexual stress typing continues to hatmgerecognition of women as

potential leaders. Women who do become leadevgeVier, not only perform as well

as male leaders according to objective measurdsalba generally perceived as
equally effective by their employees (Violanti &arak, 2011).

Although many of the structural barriers that mighpede women in their attempts
to climb the corporate ladder have been removedutlir legislation to promote

gender equality and to combat discrimination, themo denying the reality that men
continue to predominate in the upper tiers of manant. The barriers that remain
derive from a combination of stereotypical attitt@ad perceptions, which continue
to compartmentalize people and leadership qualityesgender, and the existing
imbalance itself, which is self-supporting and rett access to female role models

and mentors for the pipeline of potential womeréra (Employement, 2010).

As the literature demonstrates, the evidence feinigavomen in key leadership roles
is indisputable. One key obstacle holding womenkb&c a lack of general
management or line experience. In order to gaihekperience, they need access to
key organizational networks. This issue is impdrtaot only to the women who are

hoping to advance, but also to the male executmss have the power to promote
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them. Far too often, the issue is addressed frampthnt of view of the women,
leaving a huge piece of the puzzle unaddressed. aoemecutives are still often
excluded from informal networks, lack mentors ardhéle role models, and have
limited opportunity for visibility. This may not bebvious to men inside the
organization because they do not experience thee sarolusion. The unintended
consequence is that male executives may see woeaglers as less effective or

lacking the requisite skills to reach senior le@snnis, 2009).

According to Medina & Magnuson (2009) and Steir2006), as quoted on Levitt

(2010), the increasing volume of literature addresghe career experiences of
women in counseling and counselor education suggest women are assuming
leadership roles in the counseling profession. Gdlance of career and family is one
of the most extensively documented challenges fomen. A woman, who is

married, employed, and the parent of young childiesmds to have the greatest
amount of stress in achieving balance among thlesee troles. Involvement in

dynamic leadership roles in the workplace or infggsional associations may raise
stress levels even higher. Motherhood challengememoin general and, in a more
specific way, women in leadership positions. Sdgiaonstructed and gender-
stereotyped expectations about motherhood do mataly include the additional

responsibility of professional leadership or caégntion.

Particularly challenging is the judgment that malescutives sometimes place on
women, believing that women’s lack of advancemenbfi their own doing. But
leaving women to develop experience on their owithaut identifying other sources
to do so, is not effective. Access to contacts amgosure to high - profile
assignments are difficult to create without thepsup of key stakeholders inside the
organization. Coaching is one of the most poweduls for providing development
and empowerment to capable women leaders. The ocoathelp a woman find
answers to the question, “What kinds of operati@kdls do | need to get to the top
and stay there?” With the coach, the client dewelapplan to supplement the
experience that might have otherwise been gainddgping the male network (Ibid,
20009).
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According to Murray (2006) as quoted on Levitt (@D1there is limited research
addressing women's leadership, particularly withie counseling profession. Black
and Magnuson (2005) provided a glimpse of leadprsknds within the Association
for Counselor Education and Supervision. They ssiggethat leadership is more
traditionally viewed as holding elected and appadnpositions, which does not
account for the positional leadership of women wbatribute behind the scenes.
The feminist research in the counseling profes@asimilarly limited, and this lack

may have the unintended consequence of silencindegeas a construct worthy of

discussion and exploration.

Learning how to be a leader may present yet anatietenge for female counselors.
Mentoring is an important process in the counselm@fession. Mentoring
relationships help emerging counselors to devdiejr interests and make important
professional contributions. Without female leadele rmodels of their own, many
women may not know how to mentor (Humble, Solom#lren, Blaisure, Johnson,
2006). Considered within the framework of feminismentoring itself may be
counter to ideals of equality by virtue of the irdrmee of power inherent in the
relationship. However, such an assumption is basedhe traditional notion of
mentoring relationships in which there is a teached a student. As discussed,
perhaps a redefinition of mentoring relationshipsneeded to ensure equality for

women as they enter into leadership positions (W& Koontz, 2001).

The literature suggests that there are a rangeasons why women are not to be
found in equal part in formal decision-making amédership positions. Women
continue to face a range of barriers from the detsuch as institutionalized and
individual discrimination along with the reality ah they often have the major
responsibility for family life. Women tend to wabtlance in their lives and will
forfeit a career to achieve that. There are alsarge of internal factors such as
confidence levels and perceptions of what can héewaed that effect the likelihood
of women seeking to become leaders, managers aridiate makers beyond the
informal spheres (Lautz, 2008).

In addition, male dominated archetypes of whanisieceptable leadership style still

prevail. Whilst there are no substantive differenlbetween men and women in terms
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of style, there are perceptions of differencessThipart may arise from the fact that
women have a tendency to use “soft skills” suchammunication skills and favor a
more democratic leadership style. Such an appraaciot yet valued to the same
extent as the image of a strong, visionary (usualfje) leader out in front. Many

men and women alike still seem to work with a nagénition of leadership. So, in

part of the reason for women not being found inerformal leadership positions is
because they don't see themselves as leaders drtwdme leaders. Leadership

remains defined in male (Employement, 2010).

Women in leadership represent the elites in thealsby of educated women no
matter the setback they may be facing. They algy/ i voice of the less privileged
women in the society. Those at the lower cadre lopkto them for help in their
employment. If they decide to ignore their expeotet, women shall remain the
minority in the crowd, where they are the majorityformation and education are
empowering means and the strength of women iseir ttollective sisterhood, no
matter the difference in tongue or culture. It herefore a challenge to women in
leadership, not only to enhance their own non-féregucation but that of their
numerous sisters who are wallowing in ignorance @overty (Weihrich & Koontz,
2004).

Information, education and communication are empmgetools and it is the

challenge of women in leadership to dismantle thstarles in the women’s use of
information media. No form of women empowermentl|vglcceed until these
challenges are met. They must get involved forstidee of down-trodden sisters. It is
a challenge (Mavin, 2001).

Women in leadership positions face a number oflehgeés. It is still a man's world
and in trying to make it more equal they have totagmselves if they are trying to
retro-fit themselves into a man's world or are tlrging to make it gender neutral?
There has been movement away from the retro-fittiogcept. Most women (60%)
do not feel they have to act like male leaders &ienit. Research is also telling us
that the female style results in better leaderghipthere are still many challenges

facing women leaders (Young, 2011).
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Women have more difficulty obtaining executive jaisorporate level than they do
lower down the hierarchy. There has been littlegpgss in the few years in the

number of women moving into executive positions.

The Fourth World Conference on Women, held in Bgijin 1995, drew attention to
the persisting inequality between men and womedeitision-making. The Beijing
Plat form for Action reaffirmed that women’s petsist exclusion from formal
politics, in particular, raises a number of speafuestions regarding the achievement
of effective democratic transformations, in pragtitt undermines the concept of
democracy, which, by its nature, assumes that itfteé to vote and to be elected
should be equally applied to all citizens, both veomand men. The absence of
women from political decision-making has a negatmpact on the entire process of
democratization. In addition, democratic institago including parliament, do not
automatically achieve gender equality in termsepiresentation, or in terms of policy

agenda setting and accountability.

The Beijing Platform for Action emphasized that ‘wen’s equal participation in
decision making is not only a demand for justicelemocracy, but can also be seen
as a necessary condition for women'’s interestettaken into account. Without the
perspective of women at all levels of decision-mgkithe goals of equality,
development and peace cannot be achieved.” Theng&jatform for Action defined
two strategic objectives in its critical area ofncern on women in power and
decision-making:
+ to ensure women’s equal access to and full paaiicip in power structures
and decision making;
+ to increase women’s capacity to participate in sleormaking and
leadership. (United Nations Division for the Advaneent of Women (DAW)
EGM/EPDM /2005/REPORT)
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2.9.2 Women in Managerial Positions - Experience d@ifferent Countries

Women have more difficulty obtaining executive jaisorporate level than they do
lower down the hierarchy. There has been littlegpess in the last three years in the
number of women moving into executive positions.niigement positions represent
only a small proportion of the total workforce,haltigh this job category has grown
over the last few decades due to the growth instrgice sector. The expansion of
this sector has often given more employment oppdrés to women and, although
they remain under-represented, their increasedicimation in the sector has
exceeded increases in their labour force partiopass a whole (Jones & Pound,
2008).

Recent global statistics show that women continoeincrease their share of
managerial positions but the rate of progress @wsluneven, and sometimes
discouraging for women faced with barriers credtgdttitudinal prejudices in the
workplace. In the countries for which data wereilatée, there was little or no
change and, in some, the percentage rates wereiredatline. In those professions

normally reserved for men, women managers arg(liaicg 2008).

The data show that, in general, countries in Ndétherica, South America, and
Eastern Europe have a higher share of women in geaiah jobs than countries in
East Asia, South Asia, and the Middle East (ILG)40

Australia

According to a survey of top 200 companies in 2692he Equal Opportunity for

Women in the Workplace Agency (EOWA) in Australlmen held 8.2 per cent of
board positions in the companies, with just two vvan€EOSs (1 per cent). Out of the
companies surveyed, 52.6 per cent had no womerutaxeaenanagers; 29.6 per cent
had one; and 17.8 per cent had two or more. Worreougve managers were found

in the software and ICT sectors, banking, telecomipations, insurance and
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retailing. They have not made any noticeable insaatb real estate, transportation,

food and beverage, hotels and restaurants, lesswtenergy (ILO, 2004).
The United States

In the United States, women’s share in senior tgmagement has made marginal
increases. According to a survey by Catalyst in32@@omen’s participation on the

boards of the Fortune 500 companies was 13.6,am #2.4 per cent in 2001, 11.7
per cent in 2000 and 11.2 per cent in 1999. Fifty-fcompanies had no women
board directors, compared to 66 companies in 288dther 208 companies had just
one woman director. Fifty-four companies had 25ge1t or more women directors,

up from 30 companies in 2001 and 11 in 1995 (1Ba04).

Canada

Another Catalyst survey in 2002 revealed that woirmeld 14 per cent of corporate
officer positions in 500 companies in Canada in2Z0taving increased from 12 per
cent in 1999.Women’s share of the highest corpordieers’ jobs showed a

relatively significant increase, jumping from 3.drent in 1999 to 6.7 per cent in
2002 (Ibid, 2004).

European countries

In European countries, the data revealed a sirpéétern. The Cranfield School of
Management in the United Kingdom has carried osgaech on female top managers
in the 100 companies every year since 1999. Acogrth the 2003 study, the share
of female directors had increased by 20 per ceptffom 84 in 2002 to 101).
Eighteen (90 per cent) of the top 20 companiesvi@den directors. The number of
female executive directors had gone up from 157%csihce 2002. There were still
companies out of the top 100 with not one womeaatior. A tendency was noted for
long-serving chairmen to run boards without womeeators, suggesting that long-
term tenure led to “complacency” in the recruitmeftnew board members. The
report also noted that women were more likely toappointed to boards if the

nomination committees included women (Ibid, 2004).
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Statistics published in Germany by the Federal $figiof Family, seniors, Women
and Youth in 2003 demonstrated that women’s oveatlicipation on the boards of
84 of the biggest companies was 8 per cent. Indiethe companies, women
accounted for 20 per cent or more (the highest @&sper cent) of the board
members. Six out of the ten companies were in éneice sector, such as retailing
(ILO, 2004).

UNECE countries

According to data on 15 UNECE countries, womenigigipation on the board of the
central banks in 2001 was between 52.7 per cerarfft® and O per cent (Armenia,
Cyprus, Estonia, Iceland, Ireland, and Netherlan@®)erall women are better
represented in senior positions in the public sed@ata on 11 UNECE countries in
2000 or 2001 showed that the average share of womeanior civil servant jobs
(administrators of government and internationalaoigations, ambassadors, consul-
generals, etc.) was around 18 per cent, rangirg #5 per cent in Estonia to 4.7 per
cent in Spain (lbid, 2004).

South Africa

In South Africa, women occupied 11.3 per cent pf ttanagement jobs and 17.7 per
cent of senior management jobs in 2001. This reptes an increase of one per cent
and 1.7 per cent respectively since 2000. Racésasafactor in the labour market.
White males predominate in managerial positiongl African females are most

under-represented in this job category (Ibid, 2004)

Ethiopia

The Ethiopian Government's commitment and dedioatiopromote women's equal
participation in the economic, political and sodi®velopments of the country has
been manifested in various forms. A number of messtaken by the government
have created enabling environment to empower waméecome active participants

of the development process and benefit from it1982 the creation of a Women's
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Affairs Office within the Prime Minister's Office amdated to coordinate and

facilitate conditions to promote gender equalityareas of development (UN, 2008).

Although the number of women in decision makingsigl low the visibility of
women in the public area has been enhanced byefegsentation of women in
parliament and the appointment of a number of worterhigh public places
previously dominated by men. These areas of worapresentations include women
parliamentarians, women ministers, women bureaddjegomen department heads
and other such positions. This visibility has teitnuted to creating awareness in the
population on gender issues and move particulapyrations to young girls. These
women also play a role in the public arena and imecole models to other women
in different sectors. Women in decision making poss in government and
legislative bodies contribute to redefining pri@#, placing items on the agenda that
reflect and address gender specific concerns ameriexces and provide new
perspective on mainstreaming (Ibid, 2008).

Women’s Employment at Present

The federal civil service commission in its Augi808 publication of figures made a
report on the position of women workers in the Icggrvice. The number of civil
servants in the country was 303,590. Of these, "&8%e males and 28% were
females. In the regions, the total number of cdatvants was 259,838 where 73%
were males and 27% were females. Hence, 86% ofethgloyment was in the
regions. When looking at the total of women in ¢hel service 98% were working in
the lower positions. Only 2% of the women work ime tprofessional science
positions. At the BA/BSC level, out of 5,151 emydes only 609 (12%) are women.
The number and percentage of women employment Igeter as the level of
education increases beyond the BA/BSC level (FCRAY).

According to the data from the Federal Civil Seevidgency, (2007) quoted by
Emebet (2008) from federal government employeesnevo occupy only 18.3 per
cent of all professional and scientific positiomasd 25 per cent of administrative
positions, indicating that the upper and middleslgwositions in the civil service are

still overwhelmingly dominated by men. Accordingtte same source, women hold
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71 per cent of clerical and fiscal jobs and 51qgmst of the custodial and manual jobs
(FCSA, 2007).

Leadership for women’s emancipation is a very emging form of leadership. It
demands the active involvement of critical persitiesl who have a clear vision on
women’s emancipation. Consensual visions can béyestrong leadership. The lack
of such critical individuals is one of the mostises problems in Ethiopia. Perhaps
they remain hidden due to political repression. &tlecated are also not eager to take
up the challenges against the status quo. Lobbfongights, injustices or policy
reforms are actively evaded. It also remains umaldeether a change in the political
environment would contribute to the emergence ofemmadicals among educated

women (Indrawatie, 2005).
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CHAPTERTHREE
DATA ANALYSIS AND INTERPRETATION

The chapter presents the results and findingseoftady based on the data collected
from the Addis Ababa City Administration six sectmureaus. Practical facts about
effectiveness and challenges of women leaders iaceis$ed. The same data have

been analyzed and presented in tables and discasdetiows.

Table 2 — Questionnaires Disseminated and Returned

No. of Sample
No. Bureaus Women Responses| No. of Sample | Responses
Managers Subordinates

1 | Women & Childrer 2 2 8 8
Affairs Bureau

2 | Communication Affairs 1 1 8 6
Bureau

3 | Education Buree 3 3 6 4

4 | Finance & Economi 3 2 9 7
Development Bureau

5 | Health Burea 3 2 9 8

6 | Trade & Industr 2 2 8 6
Total 14 12 48 39

Source: Field Survey, January 2013

As described in Table 2 above, a total of 14 qoestiires for women leaders and 48
guestionnaires for subordinates’ were distribut€lt of the 14 distributed,
12(85.71%) and 39(81.25%) questionnaires weredfil®@d returned respectively.

Therefore, the total sample sizes of 51 respondes been used in thisstudy.

3.1 Demographic Characteristics of the Respondents

The questionnaire prepared for managers and sutaedi is different, the first part
of the questionnaire focused on relevant demogcagidiia regarding the respondents.
The major items included in the managers’ quesaoenare; work experience in the
organization, experience in the current positioevel of position, educational

background and their marital status.Except thellef/g@osition the other items are
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also included in supervisees’ questionnaire. Gemgl@nother item considered for

supervisees.

Table 3 -Women Leaders’ Profile

No. ltems Alternatives Frequency | Percentage
1 Age Below 25 -
25-30 2 17
31-35 3 25
36 —40 4 33
41 - 45 3 25
45+ -
Total 12 100
2 Educational Background *'Degree 10 83
2" Degree 2 17
Total 12 100
3 Level of Position Top
Middle 10 83
Operational 2 17
Total 12 100
4 Experience in the Bureau 1-5yrs 7 58
6 — 10 yrs 2 17
11 -15yrs - -
16 — 20 yrs 2 17
20 + 1 8
Total 12 100
5 Experience in the current positign 1 — 3 yrs 10 83
4—-6yrs - -
7-9yrs - -
10-12 yrs 1 8
13 and above 1 8
Total 12 100
6 Marital Status Single - -
Married 12 100
Total 12 100

Source: Field Survey, January 2013

As can be seen in item 1 of Table 3, majority af thomen leaders, i.e. 4(33%)
recline in the age group of 36 — 40 years. Orother hand, those who belong to the
age group of 31 — 35 and 41 — 45 count 3 for e@886(each). The remaining
2(17%) of the respondents lays in the age grogbef 30. This implies that, women
leaders are at maturity stage to shoulder leagersbésponsibilities and easily
understands with subordinates in the sector buredherefore, it is possible to say

that the women leaders are fit agewise.
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With regard to educational background, in item 2Zrable 3, out of 12 respondents,
majority of them, 10(83%) are first degree holdamnsl 2(17%) of them have earned
their second degree. This implies that, womendeadcademically fit and deserves
for the position to execute their leadership dutied responsibilities.

Concerning to the level of leadership of the resigmts, in item 3 of Table 3,
majority of them i.e., 10(83%) hold middle levehtkership or managerial positions.
Only 2(17%) of them are positioned at the operati¢evel. None of the respondents
belong to the top level management. This may atdidhat the participation of

women in top managerial positions is still at itkant stage.

As can be seen in item 4 of Table 3, the lengtbeofice of the respondents, majority
of them i.e., 7(58%) have served for 1 — 5 yedd the other hand, 2(17%) have
served to 6 - 10 years and 3(25%) have served thare 15 years. In addition to
this, item 5 of Table 3, regarding their experiemtdeadership position, most of
them i.e., 10(83%) have assumed their leadershggipo for 1 — 3 years. On the
other hand, 2(16%) served for 10 years and abodwes. ifidicates that the coming of

women into power is a recent practice.

As indicated in item 6 of Table 3, all of the resdents were married. This implies
that, responsibility and marriage has positive tretship because women who
exercise leadership at their home are more inclineapply their skill in the office

environment as well.
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Table 4 - Supervisees’ Profile

No. Item Alternatives Frequency | Percentage
1 | Gender Female 17 44
Male 22 56
Total 39 100
2 | Age Below 25 -

25-30 15 38
31-35 6 15

36 -40 8 21

41 — 45 3 8
45+ 7 18
Total 39 100

3 Educational Background Diploma 12 31
| 1" Degree 22 56
2" Degree 5 13
Total 39 100

4 Experience in the Bureau Below 1 year 9 23
1-3yrs 18 46

4 —-6yrs 3 8

7-10yrs 4 10

10 + 5 13
Total 39 100

5 Experience with current Supervisor Below 1 year 6 1 41
1-3yrs 21 54

4 —6yrs - -

7—10yrs 1 3

10 + 1 3
Total 39 100

Source: Field Survey, January 2013

As observed from item 1 of Table 4 above, 22(56%he respondents are male and
17(44%) are female. Moreover, item 2 of Table 4jomy of respondents’ age
ranges ranks from 25 — 30. These counted 15(38%hedotal respondents. On the
other hand the respondents who belong to the ang@f 36 — 40 are 8(21%). The
remaining 10(26%) are above 40. The data indid&e most of the supervisees are
young and willing to accept changes and technodgiclvancement. It is also
evident from the data that the gender compositibnthe employees serving

functional bureaus is almost balanced which is eraging.

With regard to educational background, item 3 obl&a4 above, most of the
respondents 22(56%) are first degree holders gpidrda holders counted 12(31%).
On the other hand, 5(13%) of the respondents arensedegree holders. This
indicates that all respondents are graduates wifbrent levels and are able to

accomplish the assigned tasks of the sector buréassalso believed that graduates
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could easily understand the distributed questioesaiand provide relevant

information that would help to meet the purposéhefstudy.

Pertaining of the length of service in the buretam 4 of Table 4 above, 18(46%) of
the subordinates served from 1 to 3years. Therealso subordinates who served
less than one year, these counted 9(23%). Onttiee band, there are subordinates
who served from 4 - 6 years and counted 3(8%) efréspondents. The remaining
9(23%) served for more than 6 years. The datzateithat most of the subordinates
have little work experienceand this is likely tovhahigh turnover within the sector

bureau.

Concerning to their experience with their curramesvisor, item 5 of Table 4 above,
21(54%) of the respondents worked from 1 to 3 yewdth their supervisors and

16(41%) respondents worked less than one yearh®mther hand, 2(6%) worked
for more than six years. This implies that majoafysubordinates have less time with

their supervisor in the bureau.

3.2 — Analysis of Data Pertaining to the Study

This section deals with the analysis and interpiateof the data collected from the
respondents through the distribution of questiomnand arrangement of interview
sessions. Hence, the analysis and interpretafidheodata are presented following

each table.

40



3.2.1 Analysis of data obtained from women manageéreepresentatives

Questionnaires prepared and distributed for womeaddrs focused on factors
affecting their leadership practices, such as latkraining, lack of women role
model, lack of confidence and others. It alsouded challenges related with family
and community. Hence the interpretation made basedhe findings from the

women leaders.

Table 5 — Factors affecting the leadership practicef women leaders

To a very To a
great great
Item extent extent

To some| To less Not at all No
extent extent response

Total

No | % |[No| % [No| % | No | % [ No| % | No | %

No

%

1. Lack of ability to position 3 | 25| 8|67 - - - - - - 1] 8
yourself in a place where your
clarity, confidence and
influence can make a
difference.

12

100

2. Unable to view the organization 3 | 25| 9 | 75| - - - - - - - -
from broad perspective and aljle
to coordinate and integrate
organizational activities

12

100

3. Unable to handle tough 4 | 33| 6 (50| 1| 8 - - - - 1] 8
situations, lead and
communicate with others.

12

100

4. Unable to have your own ethics
beliefs and goals in alignment.

12

100

5. Unable to be sure of yourself 7 | 58| 4]134| 1| 8 - - - - - -
and can step out in confidence
that you will do the right thing.

12

100

6. Fail to find consensus in 5 42| 6 [ 50| 1| 8 - - - - - -
conflict situations.

12

100

7. Unable to face institutional and 4 33| 6 [ 50| 2 | 17 - - - - - -
individual discrimination.

12

100

8. Lack of Leadership training 9 | 75| 2 |17 | - - - - - - 1] 8
(short/long term) empower
women leadership.

12

100

9. Not recognized by top 9 [75| 3 |25| - | - - - - - - -
management

12

100

10. Lack of opportunity for career | - - 4 13 |6 |50|1 8 1 |8 - -
development.

12

100

11. Inconsistency or lack of 2 17 |2 (17 | 4 |33 | 3 25 | - - 1 |8
targeted strategies for
developing women leaders.

12

100

12. Lack of women role model or | 1 8 3 |25|2 |17 | 3 25 | 3 |25 - -
never having mentored has

impact on your leadership.

12

100

Source: Field Survey, January 2 41




As shown in item 1 of Table 5 above, 8(67%) of tespondents believe that,
inability to position themselves in a place wheleit clarity, confidence and
influence can affect their leadership to a greé¢mixwhereas only 3(25%) agreed that
it affects them to a very great extent in theirdiErahip and only 1(8%) respondent
found with no response. This factor found at nmedeélel of importance in affecting
leadership. As indicated in item 2 of Table 5 ahowsut of the 12 respondents, 9
agreed that failure to view the organization inraader perspective affects their
leadership to great extent and 3(25%) of the redgots agreed that it affects them to
a very great extent. Therefore, this indicates, thlatost all of the respondents agreed
that lack of conceptual skill has direct impacthirir leadership activity.

As can be seen in item 3 of the table above, out2ofespondents, 6(50%) of them
feel that there are failure to handle tough sitrstiand communicate influences in
their leadership to a great extent, and 4(33%)iooefl its impact is to a very great
extent. Only 1(8%) of the respondents agreed #zk bf this skill influences their

leadership to some extent.This indicates that,rigact of this skill for a leader is

high. Interpersonal or human skill isthe hearttfa leader to lead as well as to work
with the team and the subordinates. This factdousid on the seventh stage of the

order of importance.

As indicated in item 4 of Table 5 above, half of tiespondents (50%) agreed that to
be effective they should have their own ethicsjelieland goals in alignment and
they confirmed that unable to have their own ethiiediefs and goals in alignment
influences their leadership success to a very gneaint. On the other hand, 5(42%)
of the managers mentioned that it influences toeatgextent whereas only 1(8%) of
them agreed it influences their leadership pradticeome extent. In general, almost
all of the respondents (92%) agreed that lackwndi in authenticity (which means
genuine existence acts as a rudder to steer légdghd through even the most
difficult of circumstances) affects the leadershigtivities. It is more important

factor in affecting leadership practice of womeaders.
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As shown in item 5 of the Table above, 7(58%) ef thspondents agreed that failure
to be sure about themselves and to step out indemde affects their leadership to a
very great extent. On the other hand, one respar(@ét) mentioned its effect is to
some extent. The remaining 4(34%) agreed thaffiést is to a great extent. It is the
third important factor which affects leadershipiates. This implies that, as
majority respondents confirmed, failure to be aalveut confidence affects leadership
to a very great extent.

As indicated in item 6 of Table 5 above, half of lespondents agreed that failure to
reach at a consensus in conflict situations affdotsr leadership to a great extent.
Moreover, 5(42%) of the respondents confirmed ittsaimpact is to a great extent.

1(8%) of them agreed that its effect is to somemixt This implies that, almost all

(92%) of the women leaders agreed that lack ofhiegcinto consensus reducing

conflict situations has impacts on their leaderships the fifth important factor

which affects women leaders’ activities in leadgrsh

As shown in item 7 of Table 5 above, 4(33%) ofwmmen leaders agreed that being
unable to face institutional and individual disdrnation affects their leadership to a
very great extent, and 6(50%) of them agreed @c&df their leadership practice to a
great extent. Moreover, 2(17%) agreed that to sewtent it has an impact. This
implies that institutional and individual discrinaition significantly affects their

leadership activities of women leaders.

In table 5 item 8 above, the majority of the leaddre., 9(75%) believed that
leadership training (short/long term) is necesdarg very great extent and 2(17%)
believed that its impact is to a great extent. &f@e, failure to undergo training
programs is affecting their leadership activitiggngicantly. This is the first most
important factor that affects leadership practitevomen leaders. In item 9, almost
all of the respondents, i.e., 9(75%) and 3(25%)ficoed that recognition by top
management does have a great impact on women $galenhancement which is
the second most important factor in affecting lesklip. This implies that lack of

training and gender discrimination affects womeadggship.
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As shown in item 10 of Table 5above,4(33%) agrdéet tack of opportunity for
career development affects leadership to a greanheand half of the respondents
6(50%) agreed it affects to some extent. On therdtand 3(25%) responded that its
impact is to a very great extent. However, 2(10¥ihe leaders responded it affects
their leadership to less extent. On top of this (8%6) respondent replied that it does
not affect at all. This implies that as leadereeardevelopment has less impact in
leadership success.

As it is documented in other researches; for irgaaccording to Burke & Collins
(2001) as quoted in Steven H. Appelbaum, Lynda Aadd Joanne C. Miller (2002)
contributing to the old boys’ ability to do thistise general fact that men still tend to
have the power. For example, male managers, wika afiake decisions affecting the
upward mobility of women, have been found to peredghe characteristics needed
for managerial success as being associated witketgenerally attributed to men.
The fact that male managers may not consider fectseacteristics important for
managerial success can negatively impact decisiatdsnby males concerning
women'’s careers, including job placement, promo#iodaccess to development and

training opportunities.

As described in item 11 of Table 5 above, 4(33%bhefwomen leaders replied that
inconsistency or lack of targeted strategies faettping women leaders affect their
leadership to some extent. On the other hande thexr respondents who agreed its
effect is to a very great and to a great extenichvicounted for 2(17%) each. In

contrary 3(25%) of the respondents agreed thatfifest their leadership practices to
less extent. Thus, according to majority of thepoeslents, lack of target strategies

and inconsistency for developing women leaderstfneir leadership.

The major challenge for women in leadership is latkvomen role model or never
having mentored. However, as shown in item 12 dil§ & above, only 4(33%) of
the respondents confirmed that it affects theidégship practice to a great extent and
2(17%) agreed it affects their leadership practcesome extent. On the contrary
3(25%) agreed its impact is to a less extent aadther 3(25%) indicated that it has

no impact on their leadership. This shows thaeabs of women as a role model has
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very insignificant effect on women leadership picetand it is the least important

factor in affecting leadership practices of womeaders.

Nonetheless, studies have evidence for the oppofttee above finding. According
to Jakobsh (2002), it would be best, if mentorsWwomen are other women, because
women interacting and sharing experiences and lediyd are significant. The
mentoring experience must help women develop stffeen, aggressive managerial
personalities, and non-traditional attitudes alwaoinen and employment. However,
Lack of a critical mass of senior or visibly sucfesfemale role models and mentors

is a barrier to women in leadership.

Figure 1 - Order of Importance

Lack of Leadership training (short/long term) empw_ | 0.960
women leadership. :
Not recognized by top management. | 0.950
Unable to be sure of yourself and can step oubitiidence | | 0.900
that you will do the right thing. :
Unable to have your own ethics, beliefs and goalssi | 0.880
alignment. :
Fail to find consensus in conflict situations. | 0.870
Unable to handle tough situations, lead and comeati| | 0.855
with others. :
Lack of ability to position yourself in a place wkeyour | 0.855
clarity, confidence and influence can make a dffice. ’
Unable to view the organization from broad perspeand | 0.850

able to coordinate and integrate organizationavities

Unable to face institutional and individual disciiation. | 0.830

Inconsistency or lack of targeted strategies fwetigping _:l 0.650
women leaders. ’

Lack of opportunity for career development. 0.620

Lack of women role model or never having mentomsl_-a:l 0.530
impact on your leadership. ’

0.000 0.500 1.000 1.500

@ Rate

Source: Field Survey, January 2013

As mentioned in chapter one page 5 the averagerfast calculated and put in their
order of importance. Therefore, the above chaowsld the order of importance

regarding factors affecting leadership practicevomen leaders.
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Table 6 — Challenges related Family & community

To a very Toa To some

great great extent FloRca<l oa: No Total
ltem exten exten extent all response
No| % |No| % |[No| % [No| % [No| % [No| % | No| %

1. Family role, childcare and 3 |25 (4 |33 |1 |8 2 |17 | 2 |17 | - - 12 | 100

household responsibilities affect

your career progression and

leadership.
2. Achieving a balance between | 7 | 58 3 |25 | - - - - - - 2 |17 | 12 | 100

family and other social
commitments is important.

3. Women need to find a 6 |50 1 |8 3 |25 | - - - - 2 |17 | 12 | 100
society/culture that supports
and accepts them as a leader.

Source: Field Survey, January 2013

As can be seen in item 1 Table 6, the first andntlagor point discussed is how the
following factors such as family role, child camedahousehold responsibilities affect
women managers’ career progression and leaderéthigpthe major issue for women
in the bureaus. 4(33%) of the respondents condlrthat if the family role, childcare
and household responsibilities are on the womanldboit affects to a great extent
and 3(25%) of them agreed its impact is to a veeagextent. Only 1(8%) of them
stated that to some extent is has an impact. ©wttiner hand 4(34%) of the leaders
agreed that it has very less or no impact.This shthat family responsibility and

child care has influence on women leadership.

In item 2 of Table 6, the majority of the respontdeb0(83%) agreed that, the other
important issue for them for being successful, mgla balance between family and
other social commitments. If they fail to balanitdias an impact on their leadership.
The remaining 2(17%) did not respond. As describgtem 3 of Table 6, half of the
leaders (50%) responded boldly they need a sodetgulture that supports and
accepts them as a leader and who recognize thiity.all(8%) and 3(25%) of the
leaders agreed that if they could not get the roaetl support it affects their
leadership to a great extent and to some extens ihplies that family and

community have high influence and impact on woneadeérship.
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Women as a positional leader made contributionsnidethe scenes while pushing
others into the spotlight. As a female leader, theyntor and model for females and
was exploring the balance of career, leadershig family. As a woman, mother, and
leader the balance was most seriously challengeavéonen who are elected to a

leadership position with family and having childrgevitt, 2010).

According to Lantz (2008), challenging aspects afia, gender, and family roles
exist that influence women's career progressionméfoexecutives who are married
are significantly more likely to have spouses whorknfull time than their male

counterparts. In addition, among two-career famjlizgomen spend more time
attending to primary care responsibilities than raed are more likely to take a leave

of absence or have a respite from their jobs becatiamily responsibilities.

In the open ended question, their respond aboutt tektionship falls within the
range of excellent and very good. 9(75%) of thepomdents agreed that their
interpersonal relationship with their subordinaiesxcellent and the leaders who

have very good interpersonal relationship withrtBebordinates cover 3(25%).

The last point which the respondents need to memtith regard to women leaders
in their organization is that, today there is adopportunity to enhance women in
leadership position and it is moving the step. Eoesv, there are different obstacles;
such as men supervisors put pressure on them, gegsalo not have respect for
them and unwillingness to accept their leaderddiptop of this, women themselves
are not ready to use this opportunity because ldekyconfidence; they have various

responsibilities, family, social life, and the lke

As they said to overcome these, it would be bettatr the bureaus conduct training
for women leaders to develop their leadership skil management knowledge. The
women also should develop their self-confidencagdyeto accept changes and to be
independent from their male counterparts, devebejr efficiency to decide by their

own. Besides, all the concerned parties should tiiem support.

47



3.2.2 Analysis of data obtained from employees’ repsentatives

The supervisees’ questionnaire has five parts Witbdivisions; leadership style,
leadership quality, leadership success, leadeesfiggency and employee perception.

The first section discussed about the leaderskip sthich the managers follow.

Figure 2 — Respondents’ view on women leaders’ leaship style

45%

40%

35%

30%

25%

20%

15%

10%

5%

0%

Women leaders ~ Women managers Women leaders take Participates

demonstrate an articulate a vision an action with consultinsubordinates and keeps
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Source: Field Survey, January 2013

In item 1 Figure 1 above, the majority of the reggents 25(64%) of the subordinates
agreed that their supervisors demonstrate an ineluseam-building leadership style
of problem solving and decision making. On theeothand, 14(36%) of the
respondents disagreed. It indicates that womeretsad the functional bureaus are
willing to give chance for the group members aneirtisubordinates to involve in

problem solving and decision making activities.
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Item 2 Figure 1 shows that, 26(67%)of the respotsdagreed that women managers
articulate a vision and inspire followers and matés employees for extraordinary
efforts. On the other hand 13(33%) disagreed athmutliscussed point. This implies

that women leaders articulate a vision and indpitewers.

As discussed in item 3 of Figure 1, most of th@oeslents 26(67%) agreed that their
leaders take action by consulting the group memhbads subordinates. The other
11(28%) of the respondents disagreed and 2(5%hefstbordinates did not give
answer. This implies that women leaders in théosdaureaus invite subordinates in

taking action.

The last point discussed in item 4 of Figure 1 waricipation and information of
distribution. The majority of the respondents 22(5 of the respondents agreed that
their leaders believe on participating subordinaaesl keeps them informed on
various task and goal situations. In contrary 18¢%1bf the respondents are disagreed
and one respondent (3%) did not answer. This shibatswomen leaders believe in

subordinates’participation.

As Eagly & Johannesen (2001) quoted on Paula MtZ.@®908), transformational or
charismatic leadership is the ability to motivatespire, and stimulate workers to
contribute toward organizational goals and orgaitral change (Van Engen and
Willemsen 2004). Transactional leadership focuses roonitoring employee
performance, intervening and correcting when neggssand rewarding solid
performance and achievement of objectives. Mangiassuhave found that women
tend to adopt a more transformational style of éegkip.The characteristics of
transformational leadership relate to female valdegeloped through socialization
processes that include building relationships, comoation, consensus building,

power as influence, and working together for a cammurpose.
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Figure 3 — Responses regarding leadership quality
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The first item in Figure 3 above shows that, 29(Y@¥the respondents agreed that
their supervisor shows impatrtiality in giving rewarand penalties for performance.
On the other hand 6(16%) of the agreed that imgdaytidoes not observe on their
supervisors. This implies that most of the wonesders exercise fairness for their

subordinates.

The second item of Figure 3 above was about conwation, 29(76%) of the

subordinates agreed that, their supervisors alengvilo listen and no superior ego.
1(3%) of the respondents disagreed and 5(13%) glirahisagreed. The remaining
11% did not reply. This indicates that the womeadbgs in the functional bureaus are

willing to communicate with their subordinates.
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In item 3 of Figure 3 above, most of the resporsle3@(79%), agreed that, their
supervisors are optimistic, cheerful, and williogaiccept the challenges. On the other
hand, 7(18%) of them disagreed and the remainiBgo2(f the respondents did not

give answer. This implies that the women leadpmyaenthusiasm.

In the last item 4 of Figure 3 above, the majoatyhe respondents agreed that, their
leaders have the ability to make people to trustith The other way round 8(21%) of
them disagreed that they lack ability to make pedpl trust them. 1(3%) of the
subordinates did not reply. This shows that, intggs applied by their supervisor.

Figure 4 — Responses regarding women leaders’ susse
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In Figure 4 item 1 above, the first point mentiongdabout supervisors support for
their subordinates to do a better job. 28(73%}efdubordinates agreed and 10(26%)
disagreed on the above point. This implies that emrteaders in the functional

bureaus help subordinates.

In item 2 of Figure 4 above, most of the resporslegreed that, their supervisors
appreciate subordinates’ work and inform them thair work is important. To the
reverse, 5(13%) disagreed. There are 3(8%) resptsmdeho did not answer this
question. In item 3 of Figure 4, most of the rexpents 32(85%) agreed that, their
supervisors encourage them and able to creatéboadiion among work groups and
units. On the other hand 5(13%) disagreed. 5% efstibordinates failed to give the

reply.

For the last item 4 of Figure 4 above, 1(81%) & tBspondents agreed that their
supervisors provide resources, conduct training $wobordinates and create
comfortable working environment to help subordisate do their jobs. To the
reverse, 7(18%) of the subordinates did not agréais implies that the women

supervisors have the ability to provide the neagsssources.
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Figure 5 — Responses regarding leadership efficienc
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In item 1 Figure 5, 27(71%)of the respondents afréwat, women leaders are
excellent listener, team worker, and need to canwéb people personally. 8(21%)

of them agreed that women leaders are excelleenks, team workers and need to
connect with people personally. On the other hahete were subordinates who
disagreed which are 4(11%). This implies thatwloenen leaders are good listeners

and have good relationship with their subordinates.

The second item of Figure 5 above was about sugms/i anticipation and their
capacity in solving problems; most of the respotslét8(60%) of the respondent
agreedand 9(24%) agreed to some extent that wonpEmagsors could anticipate the
problem and solve it before it becomes unmanage@biethe other hand, the group
with 7(19%)did not agree on the above point. ®hiews us the women supervisor
have the ability of anticipation of problems.
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As described in item 3 of the above figure shownleaders concern about their
subordinates’ work; therefore, 23(60%) of the resfmmts agreed and 8(21%) agreed
to some extent that their leaders make their ovortefto know what the group

members do. On the other hand, 6(16%) disagre€sPbo)2of the respondents did not
reply. This implies that the women leaders in bneeaus have concern about their

subordinates.

The last item of Figure 5 was about women leadersfolower; 23(61%) of

subordinates agreed and 10(26%) agreed to sometdktt women leaders could
sometimes play a role of followers. In contraryl2%) of the subordinates did not
agree. 2(5%) of them did not answer. This indgdbat women supervisors can play

a follower role.

Figure 6 — Responses regarding employee perceptiabout women leaders
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As can be seen in item 1 Figure 6 above, 21(21%hefrespondents agreed and
10(26%) agreed to some extent thatwomen leaddrofhelieve that jobs are so big
and it is important to ask for help when needed.ti@nother hand 21(54%) of the
subordinates agreed that women leaders ask tHeardinates when they need help
and they are aware that jobs are so big. Thisi@sphat women leaders feel free to
ask their subordinates when they need help andeagate.

As shown in item 2 of Figure 6, 10(25%) of the eoyeles agreed and 4(10%) agreed
to some extent that women leaders are not stréwy, presented as not aggressive
enough, lacking the self-confidence which is reegiifor the job. In contrary,

25(64%) of employees disagreed. This indicatas wWiomen supervisors have self-

confidence which their job is required.

Item 3 shows of Figure 6, 9(23%)of the respondagieed and 5(13%) agreed to
some extent that women do not step-up and negdtintehat they need in terms of
resources. On the other hand,24(62%) of the regmsadlisagreed the point. This
shows us, women leaders in the bureaus could raégofis shown on item 4, 8(20%)
agreed and 7(18%) agreed to some extent that wenngervisors are not interested
to ask for help from qualified subordinates for lsutasks to feel their gap.

Nevertheless, most of the respondents 23(59%) eotdébpondents disagreed. This

implies that, they are open and feel confidentdk their subordinates to feel their

gap.

An open ended question asking respondents to commenthe strengths and
weaknesses of women supervisors in the sector lsirgas posed according to the
subordinatesthe following points are mentioned @engths and weaknesses of

women leaders;

Strength of Women leaders

1. Communication: women leaders are good listenerlingil to understand
employees’ problem have good communication witants.

2. Positivity and tolerance: they concern about other@men leaders are honest,
committed, and reflect motherhood behavior for rtheiibordinates, handle
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employees according to their behavior and withepate. The unique one is they
act as a mother or sister for subordinates

Team work: women leader prefer to have good relatigpp with their
supervisees, interested to work with collaboratiand to discuss with
subordinates,

Responsibility: They use all their effort to acleethe organization goal and they

are very dedicated and strong for their work ansitpm.

Weakness of Women leaders

1.

Decision: as the respondents most of the suboeiregreed that women leaders
are weak in decision making and they are not desishey are in dilemma about
what they are going to decide and it is observetl there is inconsistency. They
take long time to provide the required responskingameasure and making

decision.

. Self-confidence: according to the supervisees kaely confidence, underestimate

themselves and they are waiting for their male temparts to move on. The
other point they mentioned is that they put pressur subordinates who is soft
and descent. Additionally they have feared of actepted by employees and
have the feeling of being victim. They also feeldcure anxiety, uncertainty, and
diffidence timid. The last point mentioned herehat they are not strong enough
like their male counterparts. Because they lacKidence they do not trust other
people and their employees.

Gossip: respondents confirmed that they expose dbkmes for hello effect,
rumors and information. They accept and dependheniriformal information
flows from different area.

Sensitivity: Women leaders are very sensitive, bexaipset easily. This could

be the result of too much information or stress.

The last open ended question focused on respondaeference of their leaders

from gender perspective. Accordingly, as indicaited=igure 1 below from them

18(47%) prefer to have female supervisor, 12(328ohat mind to have either of the

two as their supervisor, 5(11%) of the respondprefer to have male supervisor and
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the remaining did not show their choice. The follogvpoints are the reasons why

they prefer such supervisors.

B Female
H Male
Either of the two

B No answer

Figure 7 — Responses regarding employee perceptiabout women leaders

This pie chart shows the actual summary of findowlected from employees
regarding to women leaders. As depicted in thegbiart most of the employees

prefer to have female leaders.

The following points are the reasons why they preteh supervisors.

Reasons for preferring women leaders

According to this group of subordinates choose fersapervisor because:

» Women leaders exercise both leading and managentleay, have great
responsibility at home as a result it helps thenceonmunicate well and to
concern about people,

 Women give freedom for supervisees, instead ofimgugpressure on them and
they expect employees do their work by themselves.

» Besides, there is no stressful environment in tveirking area, give attention to
employees’ life, appreciate employees’ work, conadrout mass instead of self-

concern, have patience and able to tolerate.

57



Reasons for preferring maleleaders

According to this group of subordinates they chaosée supervisor because:

» Male leaders are decision makers, ready to facbedgaes, and do not give up
easily; they struggle up to the end until theyrgstult.

« Male leaders can create good relationship with slibates; believe on
discussion and willing to admit.

* Male leaders are result oriented and make subdedirsavarded.

* Male leaders solve problems with discussion andexqige qualified workers.

On top of this, men are better for administratiasrky they think for supervisees.

Reasons for being indifferent for gender

One of the qualities of a good leader is its apbiit decision making process. In order
to realize that it requires having self-confideraoel leadership capacity. Proactive
leader has ability to influence subordinates, timtcides, manages and creates team
sprit within the functional bureau. That is thedeamore preferableand chosen by
the most of subordinates. Having this fact in mihdubordinates lucks such a leader

they restrict themselves from selection.

3.2.3 Analysis of data obtained from Women Leadersthrough the

administration of Interview

Interview questions which were arranged for woneaeérs are presented as follows.

1. The first question focused on what they feel alibatr position. According to
them, although there are some obstacles from diifedirections, to some extent

they are comfortable.

2. The next question posed was about their succegseheir reply somehow they
are successful, and they mentioned the followingtpoas a reason for their

successin common:
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* They invite subordinates for their day-to-day at#g and include them in
planning, designing, and making decision,

« They create team spirit between staff, and try teate good working
environment for employees. According to them, thejieved that, these
motivate employees to be committed for their wookcbntribute for the
achievement of organization goal, and

* They design plan; apply institution policy and pdares appropriately.

3. The third discussion was about challenges and hiogy tface it. As the
respondents, major challenges are sex discrimmaitial culture dominance.

* Most of the society in the organization fail to et women ability in
leadership and management area,

« Employees are not sure whether women leaders chevacor not and
superiors also failed to appreciate women’s workl &fea even if it is
constructive, and

* Family responsibility is on the shoulder of the hetand house management
is also expected from women.

4. The next point discussed about their strength aedkness; from the interview
reply, key points mentioned as strengths are:
* They have good relationship with their subordinated they try to create and
develop team spirit, culture of working togethed an
* Women leaders have high concern for punctualityabse they need to be

good example for their subordinates.

The point which all the interviewees agreed as wesages are;
* They are very sensitive, they have no patienceotamgto the end after some
point they give up, they thought this happens beeave are women.
* Less follow-up or not take action immediately. Aating to them, when they
decide to take action they look from different diren and they consider the
consequences, therefore, they prefer to give tonedbordinates to improve

or to perform well.
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As exhibited from the findings collected from the@men leaders of the selected
bureaus they have various challenges which affesit teadership practices. Even if
they could not fully remove, these women leadess alt their effort to overcome

these challenges. On the other hand the suboedirainfirmed that the women
leaders are include their subordinates in their tlagay activities; they have the
ability to build team work and good communicatioithatheir subordinates. These

are some of the factors for successful leadership.

According to Taylor (2002) quoted in Tekabo (20ll@gdership creates a special
bond that has to be earned. To build and maint&dilaility, it is necessary to clarify

values, identify the wishes of the community andpkayees, build a consensus,
communicate shared values, stand up for belieflead by example. Taylor stresses
this point: “Employees want a leader who knows thenderstands them, treats them
fairly and is someone whom they can trust.” BesiiBuccessful leaders must
possess honesty, confidence, humility, optimismsqe®al energy, courage, loyalty,

adaptability and tenaciousness.”
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CHAPTER FOUR
SUMMARY OF FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

4.1 Summary of Findings

This section presents summary of the findings efdtudy. Based on the research
survey conducted at functional bureaus, it is fotmat women supervisors have
challenged with lack of skill, discrimination, famiand community issues. In
fact,for them, the degree of challenges varies frplace to place. Most of
respondents agreed that these gaps for a leadereayechallenging because, as
known, one of the quality of leadership is makinfuence on subordinates and a
leader who is deficient in skills and knowledged anctim of gender discrimination

and with social and family problem could not becassful.

The order of importance regarding factors affectiegdership practice of women
leaders showed the major factors; leadership trgirias the highest impact for
women leaders, next to this recognition by top mgan@ent, acceptance by
subordinates and community affects leadership jgmcbf women leaders.

According to women managers in the sector burelagg, of women leaders’ role

model, lack of opportunity for career developmamd aupport from management and
lack of targeted strategies for developing womeadées found has less impact in
affecting their leadership practice.

The major challenges for women leaders in the fanat bureaus are sex
discrimination and culture dominance which inclydgsressure from men
supervisors, underestimate their leadership capdatk of recognition from society,
responsibilities regarding family and social life.

Regarding leadership style, most of the subordiatiso confirmed that women
leaders in the functional bureaus apply particygator democratic leadership.

Particularly they follow transformational leadegshstyle. Moreover fairness,
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impartiality and team work is reflected in theiatkership. On top of this they are

proactive and can play a follower role.

Strengths and weaknesses of women leaders sumohasZellows; the points raised
as strengths are: women leading style and commtionicégs good, experience of
management adopted from their home, patience, conabout others, positive
thinkers, behavior of collaborative work, believehelping each other and interested
to teach employees how to work together. As wesde®e what subordinates
mentioned was; women leaders take long time toigeothe required response, in
taking measure and to make decision, they lackfidemce, underestimate
themselves and they are waiting for their male tenparts to move on. In addition
to this, they give room for rumors. Women leade®s \zery sensitive and become

upset very easily than men leaders.

With regard to leadership preference from gendersgeetive; most of the
respondents in Addis Ababa functional bureaus prefehave female supervisors
than men leaders. Women leadersare more partigotdi subordinates, there is no
stressful environment in their working area, gitter@ion to employees’ life, concern
about mass instead of self-concern, have patience able to tolerate, tries to
consider as a family etc. However 11% of resporglpreferred to have male leaders
than women leaders. Some of the reason formenrieades;they aredecision makers,
ready to face challenges, and do not give up edbidy struggle up to the end until
they get result and believe on discussion andnglto admit. Of course 37% of the
respondents was indifferent and rather believe lo@ thanagement skill and
knowledge of the leader and they do not have arfepnce concerning to gender

perspective.

4.2 Conclusion

The main purpose of this study is to find out tHieativeness and challenges of
women leaders in Addis Ababa City Administratiorct®e Bureaus. Therefore, based

on the findings obtained from respondents, conchssare made as follows;
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+ The impacts of the challenges are halting womedeiesato upgrade themselves
and drop interest and lose confidence to move faiwa higher managerial
position. Moreover, women leaders develop dependamz unable to make
timely decision alone. This indicates mostly womeaders set their mind that

change could not come concerning women leaderityabileadership position.

+ Considering leadership style women leaders are dexhoand follow the
transformational leadership, which is a fundameskdéft in the deep orientation

of a person, organization or society.

+ Women leaders use all their efforts to face thdlehges and to create good
working environment. Therefore, even if there arlot of ups and downs with
women leaders, supervisors in the bureaus who felbellenges are successful.
This shows that they can be more achievable aretteféif these challenges

minimized and removed.

+ Most employees’ preference of supervisors from gernpkerspective went to
female supervisors. This shows female leaders gawd social interaction, they
have family responsibility and they concern to tlsibordinates like family and
in all day-to-day activities of their subordinatéisey consider employees’

personal life and other related issues. They agg®me oriented leaders.

4.3 Recommendation

The outcomes of this study, combined with findiragel theories showed that the
Addis Ababa sector bureaus are expected to encowagen leaders in order to
assume higher level position. It is believed tpaternment is broadly working in
women empowerment and assigning responsible o@areming women institution.
In the sector bureaus also there is a Gender Maarsing Office. However, in
Ethiopia male dominance practice is a long timeeeigmce and there are a lot of
traditional practices related to male supremacyendé¢ these experiences brought

problems and challenges for women leaders.
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Based on the findings of this study the followimgammendations are forwarded by

the researcher:

+ To be successful and effective in leadership pmsithe leader should have
appropriate skill in handling employees, develogf-senfidence, and be
courageous. Additionally to make the women leadsrse efficient in their work
and be aware of their problems they need to haviés.sk Therefore, it is
recommended that the Sector Bureaus should focismoving women leaders’
career by arranging and conducting leadership itrgirprogram focusing on

enhancing their skills and developing their selfftdence.

+ It is more difficult to perform more efficiently bause of the traditional set up to
the society and thinking and the major challengemgplementing policies.
Therefore, the city administration should desigatsgy and system to implement

the approved proclaimed policy regarding women emgsment at national level.

+ Recognizing women leaders’ capability will make rthenotivated and will
encourage the new comers to involve in this afBzerefore, the bureaus and the
top management areadvocated to give recognitiowaimen leaders. Thus, the

bureaus need to encourage women leaders,

+ As mentioned the traditional practices are the malpstacles in Ethiopia to fully
accept women empowerment. Therefore, nationwideewvess raising programs
and sensitization programs on women empowermenilégHmze put in place to
enhance the acceptance of women leaders by tH®rdinates and the society at
large. As government body the city administratiogether with its stakeholders

should work on it.

+ It is known that in other countries, women are gresil even at presidents or
prime ministers level or at higher position. Toliza this in our country, all
concerned parties such as family, society and Gowent body should give
acknowledgement for women leaders that are capaiegh for their assigned

position equal to men leaders.
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ANNEXES
Appendix —I: Managers’ questionnaire

ST. MARY’'S UNIVERSITY COLLEGE
SCHOOL OF GRADUATE STUDIES

Questionnaire to be filled by the women managers

Thank you for your willingness to take time to fthis questionnaire. The
guestionnaire is prepared by prospective graduatBtoMary’'s University
College School of Graduate Studies — MBA Prograno whundertaking a
research titled “The achievements and challengesaohen in leadership in

Addis Ababa City Administration Functional Bureaus”
There is no right or wrong answers to each quest\dhat is required is only
your genuine responses. So, kindly please readehes carefully and give

your opinions as these greatly determine the sscoésthe study. Any

information that you give for these items will begk strictly confidential.

Thank you for your cooperation.

Sincerely,

ZinashZewdie



PART I: PERSONAL BIOGRAPHY

1. Age a) Below 25 years b) 25 — 30 years C) 3y&84s
d) 36 - 40 years e) 41 - 45 years f) 45 +

2. Educational Background
a) Certificate b) Diploma cfdegree

d) 2% degree e) Other (specify)

3. Level of leadership position
a) Operational b) Middle c) Top Level

4. Work experience in this organization
a) 1 -5 years b) 6 — 10 years c) 11 — 15syear
d) 16 — 20 years e) above 20 years

5. How long have you worked on the current position?
a)l-3 years b) 4 — 6 years c) 7 —9years
d) 10-12 years e) 13 years and above

6. What is your marital status?

a) Married b) Single c) Divorced d) Widowed

7. Number of children and dependents;




PART Il: RESEARCH RELATED QUESTIONNAIRE

To what extent do the following challenges affemtiyleadership activities? For each
of the statements below, put a tick marRtp indicate the degree of the challenge.

5=To a very great extent, 4 = To a great exten®,= To some extent, 2 = To less
extent, 1 = Not at all,

No. Statements 1 2 3 4

| - Challenges affecting women leadership

1. | Lack of ability to position yourself in a place whe
your clarity, confidence and influence can make a
difference.

2. | Unable to view the organization from broad
perspective and able to coordinate and integrate
organizational activities.

3. | Unable to handle tough situations, lead and
communicate with others.

4. | Unable to have your own ethics, beliefs and goals i
alignment.

5. | Unable to be sure of yourself and can step out in
confidence that you will do the right thing.

o

Fail to find consensus in conflict situations.

™~

Unable to face institutional and individual
discrimination.

8. | Lack of Leadership training (short/long term)
empower women leadership.

9. | Not recognized by top management.

10.| Lack of opportunity for career development.

11.| Inconsistency or lack of targeted strategies for
developing women leaders.

12.| Lack of women role model or never having
mentored has impact on your leadership.

Il - Family & Community related challenges

1. | Family role, childcare and household responsibsiti
affect your career progression and leadership.

2. | Achieving a balance between family and other social
commitments is important.

3. | Women need to find a society/culture that suppamt
accepts them as a leader.




[l) How do you rate the interpersonal relationshypu have with your
subordinates?

a) Excellent b) Very good c) Good
d) Fair e) Poor

V) If your answer to the above question numbefais or poor what are the
reasons, according to your assumption?

a)

b)

c)
d)
€)

V) If you have any points with regard to women lkeadin your organization,

please forward.




Appendix - II: Interview Questions for Managers

ST. MARY’'S UNIVERSITY COLLEGE
SCHOOL OF GRADUATE STUDIES

Interview Questions

1.

2.

To what extent are you comfortable with your leatigr position?

Do you think that you are successful with your kEratiip practices? How do
you describe your achievements?

What are the major challenges that you experieicegecuting your
leadership role?

What are your strengths and weakness as a leallbe? support do you need

to overcome your weakness/limitations?



Annex - lll: Supervisees’ questionnaire

ST. MARY’'S UNIVERSITY COLLEGE
SCHOOL OF GRADUATE STUDIES

Questionnaire to befilled by the supervisees

Thank you for your willingness to take time to fithis questionnaire. The
questionnaire is prepared by prospective gradulatet.oMary’s University College
School of Graduate Studies — MBA Program who iseutating a research titled
“The achievements and challenges of women in Ishgerin Addis Ababa City

Administration Functional Bureaus”.

There is no right or wrong answers to each questinat is required is only your
genuine responses. So, kindly please read the itanmefully and give your opinions
as these greatly determine the success of the.stady information that you give for

these items will be kept strictly confidential.

Thank you for your cooperation.

Sincerely,

ZinashZewdie



PART I: PERSONAL BIOGRAPHY

1. Sex a) Female b)Male

2. Age a) Below 25 years.  b) 25 — 30 years C) 3lyedhs
d) 36 — 40 years e) 41 — 45 years f) 45 +

3. Educational Background

a) Certificate b) Diploma c) 1st degree
c) 2% degree e) other (specify)
4. Work experiencein this organization
a) below 1 year b) 1 -3 years C) 4-6 years
d) 7 -10 years e) above 10 years

5. For how long have you worked with your current kex&d

a) below 1 year b) 1 — 3 years C) 4 — 6 years
d) 7 — 10 years e) above 10 years



PART Il: RESEARCH RELATED QUESTIONNAIRE

Express your level of agreement [by puttinga tickrikn(v)] with the following
statements that intended to assess the leadeffgpveness of your women leaders.

5 = Strongly agree 4 = Agree, 3 = Agree to some eRt, 2 = Disagree, 1 =
Strongly disagree,

No. Statements 1 2 3
| - Leadership style
1. | Women leaders demonstrate an inclusive, teamihgildadership

style of problem solving and decision making.

2. | Women managers articulate a vision and inspilev@rs and
motivate employees for extraordinary efforts.
3. | Women leaders take action with consulting the gnmembers and
subordinates.
4. Participates subordinates and keeps them infoomedrious task
and goal situations.
Il - Leadership Qualities
1. Your supervisor shows impatrtiality in giving rewdarand penalties
for performance.
2. | Willing to listen and no superior ego.
3. | Optimistic, cheerful, and willing to accept theattbnges.
4. | Ability to make people to trust her.
Il - Leadership Success
1. Help subordinates to learn to do a better job.
2. | Appreciate subordinates work and inform them thair work is
important.
3. Encourage and create collaboration among workggamnd units.
4. Provide resources, training and work environmeriteip
subordinates to do their jobs.
IV - Leadership Efficiency
1. | Women leaders are excellent listener, team woeket,need to
connect with people personally.
2. | Anticipate the problem and solve it before it hees
unmanageable.
3. Make efforts to know what the group members do.
4. Sometimes play a role of followers.




V - Employee perceptions

Fail to believe that jobs are so big and it isami@ant to ask for help
when needed.

Women are presented as not aggressive enougimdable self-
confidence required for the job.

Women do not step-up and negotiate for what tle®gdnn terms of
resources.

Not interested to ask for help from qualified sudoates for such
tasks to feel her gap.

VI - According to your observations:
a) What are the strengths of women leaders in tp@nization?

b) What are the weaknesses of women leaders iorffamization?

VII - Would you prefer to have a female supervisoa male supervisor? Why?




