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1. Introduction

Attitude is an expression of inner feelings that re-
flects a person's favorable or unfavorable predis-
position towards an object. It has three compo-
nents: affective (feelings), cognitive (beliefs, in-
formation), and behavioral (likely actions) (Zik-
mund, 2003). This study focused on the cognitive
component, investigating the beliefs that workers

hold towards female managers.

Stereotypes are structured sets of beliefs about the
personal attributes of a group of people (Del Boca,
1979). Gender stereotypes relate to common
views of males as more independent, objective,
task-oriented, and better-suited for management,
while females are seen as more sensitive, gentle,
and less capable of high-level responsibilities

(Terborg and Ilgen, 1975).

Despite efforts by international institutions to ad-
vocate for female rights and promote female man-
agers, attitudes have powerful influences on work-
place behavior (Herbert & Yost, 1978). Male sub-
ordinates may politely refuse instructions from fe-
male managers or make negative comments, as
women are often perceived less favorably in terms
of ability and accomplishments, even with equal

qualifications (Eagly & Carau, 2001).

As more women enter the workforce globally, at-
titudes towards women in management remain an
important issue. This study aims to compare atti-
tudes towards women in management, as gender
role perceptions in male-dominated economies
and social structures often prefer male leaders, de-
spite women's recent achievements in leadership
roles (Murgai, 1999; Chen, 1997; Adler and Iz-
raeli, 1988).

52

The study focuses on Nifas Silk Lafto Subcity in
Addis Ababa, Ethiopia, which has a significant fe-
male population and women in managerial posi-
tions, including the President and Chief of Justice.
Examining the long-rooted gender stereotypical
attitudes towards females in the workplace could
provide insights into the potential discrimination

they face (Ilgen and Terborg, 1975).

Globally, stereotyping of females as less competi-
tive and less capable is not unusual. This is true in
most countries regardless of their economic devel-
opment. Multinational research on "attitudes to-
wards female managers" has consistently reported

the universal existence of gender-based stereo-
types.

Studies conducted in the US (Dubno, 1985; Owen
& Todor, 1993), comparing the US to Chile
(Cordano et al., 2001) and Nigeria (Tomkiewicz &
Adeyemi-Bello, 1995), as well as research in the
United Arab Emirates (Elamin & Omanin, 2010),
Greece (Galanaki, 2009), India (Gulhati, 1990),
Canada (Orser, 1994), and Egypt (Mustafa, 2003),
all concluded that there are negative attitudes to-
wards women managers. Across these diverse
contexts, women are viewed as being less quali-
fied than men for managerial positions. Surpris-
ingly, the studies showed that male subordinates
often hold less favorable attitudes towards female

managers than female subordinates.

In developing countries, women in managerial po-
sitions in the corporate world have been few in al-
most all countries. The 1995 Beijing Conference
on Women sought to narrow the gap between men
and women and provide equal opportunities. This
goal has been achieved to a large extent in many
developed countries - for instance, in the US,

nearly 60% of adult women are in the workforce



and hold 51.4% of all managerial and professional

positions (US Bureau of Labour Statistics, 2011).

However, the situation is different in Africa. In
Ethiopia, where the culture is predominantly
male-dominated and hinders the potential of fe-
males, one can expect similar or even worse re-
sults in terms of unfavorable attitudes towards fe-
male managers, as found in previous studies.
However, the widely declared policy of promoting
"equality in terms of education, job opportunities,
and managerial positions" in 1996 (FDRE, 1998)

may have led to some changes in attitudes.

This study aims to understand the attitudes of
workers towards female managers in the case of
the Nifas Silk Lafto Subcity in Addis Ababa, Ethi-
opia. Previous studies have often failed to con-
sider "workers" as the unit of observation when
analyzing attitudes. It is likely that the more indi-
viduals are exposed to female managers, the less
biased their attitudes become. By focusing on
workers who directly interact with female manag-
ers, this study seeks to provide insights that are

less influenced by broader cultural biases.

The specific objectives of this study are:

1) To identify the gender stereotypical attitudes
or characteristics among workers about fe-
male managers in Nifas Silk Lafto Subcity,
Addis Ababa, Ethiopia.

2) To examine the factors that affect the attitudes
of workers towards female managers.

3) To explore the major problems that hinder
women managers from effectively exercising

their responsibilities.

2. Theoretical Framework

This study was guided by the social role theory
(Eagly, 1987) and the stereotype content model
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(Fiske et al., 2002) to understand the attitudes of

workers towards female managers.

The social role theory posits that gender stereo-
types and expectations are shaped by the social
roles that men and women occupy in society (Ea-
gly, 1987). According to this theory, the perceived
gender-based differences in characteristics and be-
haviors between men and women arise from the
different social roles they typically assume, such
as men in leadership positions and women in care-
giving roles. These societal expectations and ste-
reotypes can then influence the attitudes and per-
ceptions towards individuals in certain roles, such

as female managers.

The stereotype content model, developed by Fiske
et al. (2002), suggests that stereotypes are formed
based on two fundamental dimensions: warmth
and competence. Individuals or groups perceived
as high in warmth but low in competence (e.g., the
elderly, housewives) are often viewed with pity,
while those perceived as low in warmth but high
in competence (e.g., rich people, professionals)
are often viewed with envy or admiration. The
model further suggests that these stereotype-based
perceptions can shape attitudes and behaviors to-
wards individuals or groups.

In the context of this study, the social role theory
and the stereotype content model provide a theo-
retical foundation to explore how gender-based
stereotypes and expectations may influence the at-
titudes of workers towards female managers, and
how these attitudes are shaped by the perceived
characteristics and competencies of female man-

agers.



3. Methods and Materials

This study employed a mixed-methods approach,
combining quantitative and qualitative methods,
to investigate the attitudes of workers towards fe-
male managers in the Nifas Silk Lafto Subcity of
Addis Ababa, Ethiopia. For the quantitative ap-
proach, a structured questionnaire was designed to
collect data on the workers' attitudes towards fe-
male managers. The questionnaire included sec-
tions on demographic information, gender stereo-
typical attitudes, and factors affecting attitudes.
The questionnaire was distributed to a random
sample of 300 workers, and 265 valid responses
were received, representing a response rate of
88.3%.

To complement the quantitative data, semi-struc-
tured interviews were conducted with 20 purpose-
fully selected workers, including both male and
female employees. The interview guide covered
topics such as perceptions and experiences of
working with female managers, challenges and
barriers faced by female managers, and sugges-
tions for improving the status and acceptance of
female managers. The interviews were recorded,
transcribed, and analyzed using thematic analysis

to identify recurring themes and patterns.

The quantitative data from the questionnaires was
analyzed using statistical software, including de-
scriptive statistics and inferential statistics, such as
t-tests and one-way ANOVA. The qualitative data
from the interviews was analyzed using thematic
analysis, where the interview transcripts were
carefully reviewed, and codes were assigned to
identify key themes and patterns. The integration
of the quantitative and qualitative findings al-

lowed for a more comprehensive understanding of
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the research problem and the development of a ho-
listic interpretation of the attitudes towards female

managers in the Nifas Silk Lafto Subcity.

4. Results and Discussions

4.1 Descriptive Results

The survey respondents had diverse demographic
characteristics. The gender distribution was 57.4%
male and 42.6% female. The mean age of the re-
spondents was 35.2 years, with the majority
(54.3%) being between 30 and 40 years old. In
terms of educational attainment, 42.6% had a
bachelor's degree, 31.7% had a diploma, and
25.7% had a postgraduate degree. The mean work
experience of the respondents was 9.5 years, with
approximately 40% having 5-10 years of experi-
ence. Regarding their positions, 38.1% were in ad-
ministrative roles, 31.3% were in technical/profes-
sional positions, and 30.6% were in managerial
roles.

The respondents' level of agreement with gender
stereotypical statements about female managers
was measured on a 5-point Likert scale. The re-
sults indicated moderate levels of gender stereo-
typical attitudes. For example, the respondents
tended to agree that "women are less assertive than
men in managerial positions" (M = 3.42, SD =
1.09) and that "female managers are more emo-
tional and irrational than male managers" (M =
3.15, SD = 1.23). However, they were less likely
to agree with statements such as "women lack the
necessary leadership skills for managerial roles"
(M =2.87, SD = 1.17) and "female managers are
less capable of making tough decisions than male
managers" (M =2.78, SD = 1.21).

The survey also examined factors that may influ-

ence the workers' attitudes towards female manag-



ers. The respondents were asked to rate the im-
portance of various factors on a 5-point Likert
scale. The results suggest that exposure to female
managers (M = 4.01, SD = 0.92) and organiza-
tional culture and policies (M = 3.87, SD = 1.04)
were perceived as the most important factors in
shaping their attitudes. Societal norms and expec-
tations (M = 3.72, SD = 1.11), personal beliefs and
values (M = 3.54, SD = 1.18), and media and cul-
tural representations (M = 3.41, SD = 1.23) were

also considered relevant, but to a lesser extent.

4.2 Correlation results

The correlation analysis revealed several signifi-
cant relationships between the variables examined
in the survey. First, gender stereotypical attitudes
held by the respondents were negatively corre-
lated with their exposure to female managers (r =
-0.42, p <0.01) and the organizational culture and
policies in their workplaces (r = -0.39, p < 0.01).
This suggests that greater exposure to female man-
agers and more supportive organizational environ-
ments are associated with lower levels of gender

stereotypical attitudes among the workers.

The analysis also showed a positive correlation
between exposure to female managers and the or-
ganization's culture and policies (r = 0.47, p <
0.01). This indicates that organizations with more
supportive policies and cultures tend to have
higher levels of exposure to female managers. Ad-
ditionally, societal norms and expectations were
positively correlated with gender stereotypical at-
titudes (r = 0.35, p < 0.01), personal beliefs and
values (r=0.42, p < 0.01), and media and cultural
representations (r = 0.38, p < 0.01). This suggests

that societal influences play a significant role in
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shaping individual attitudes and perceptions to-
wards female managers.

Furthermore, the results reveal that personal be-
liefs and values were positively correlated with
gender stereotypical attitudes (r = 0.29, p < 0.01)
and media and cultural representations (r = 0.35, p
< 0.01). This indicates that individual belief sys-
tems and exposure to media and cultural represen-
tations can contribute to the formation of gender
stereotypical attitudes among the respondents.
Morever, the correlation analysis provides valua-
ble insights into the complex interplay of various
factors, including organizational culture, societal
norms, personal beliefs, and exposure to female
managers, which influence the attitudes of work-

ers towards female managers.

4.3 Regression results

The multiple regression analysis provided further
insights into the factors influencing gender stereo-
typical attitudes among the survey respondents.
The results revealed several significant relation-
ships.

First, the analysis showed a significant negative
relationship between exposure to female managers
and gender stereotypical attitudes (f = -0.31, p <
0.001). This indicates that as the level of exposure
to female managers increases, the respondents'
gender stereotypical attitudes tend to decrease.
This finding supports the notion that increased in-
teraction and familiarity with female leaders can
help reduce stereotypical perceptions.

The regression analysis also found a significant
negative relationship between organizational cul-
ture and policies and gender stereotypical attitudes
(B =-0.21, p < 0.001). This suggests that organi-
zations with more supportive and inclusive envi-

ronments, characterized by policies and practices



that promote gender diversity and equality, are as-
sociated with lower levels of gender stereotypical
attitudes among their employees.

Furthermore, the results indicated a significant
positive relationship between societal norms and
expectations and gender stereotypical attitudes (B
=0.21, p < 0.001). This implies that the respond-
ents' gender stereotypical attitudes are influenced
by the broader societal context, including prevail-
ing norms, beliefs, and expectations about gender
roles and leadership.

The analysis also revealed a significant positive
relationship between personal beliefs and values
and gender stereotypical attitudes (B = 0.13, p =
0.042). This suggests that individuals' own belief
systems and value orientations play a role in shap-
ing their perceptions and attitudes towards female
managers.

Lastly, the regression analysis showed a signifi-
cant positive relationship between media and cul-
tural representations and gender stereotypical atti-

tudes (B =0.14, p=0.010). This finding highlights

5. Conclusion and Implications

5.1 Conclusion

There have been numerous studies examining the
experiences of female managers across different
regions, including Africa, Asia, and Europe. These
studies have highlighted the widespread existence
of fairness issues for female managers, which are
receiving serious attention globally. Despite ongo-
ing efforts to address these challenges, the situa-
tion for female managers in our country of Ethio-
pia remains inadequate.

This study aimed to examine attitudes towards fe-
male managers in the Nifas Silk Lafto Sub-city of
Addis Ababa. Key variables such as respondents'

age, gender, marital status, and education level

56

the influential role that media and cultural portray-
als of gender and leadership can have on individ-

uals' attitudes and perceptions.

The overall model explained 32% of the variance
in gender stereotypical attitudes, indicating that
the combination of the examined factors signifi-
cantly contributes to understanding the formation
of gender stereotypical attitudes among the survey
respondents.

These regression results provide valuable insights
into the multifaceted nature of the factors influ-
encing gender stereotypical attitudes in the work-
place. The findings underscore the importance of
both individual-level factors, such as exposure to
female managers and personal beliefs, as well as
organizational and societal-level factors, such as
organizational culture and societal norms, in shap-
ing the attitudes and perceptions of workers to-

wards female managers.

were analyzed to evaluate their impacts. The find-
ings indicate that participants generally support
the participation of female managers in the work-
place. However, male workers outnumber female
workers in the Addis Ababa City Administration,

Nifas Silk Lafto Sub-city, despite women's equal
competence. The study also found that the more
educated the women, the more positive their per-
ceptions of managerial roles.

The research revealed that women in Addis Ababa
City display ambition, assertiveness, self-confi-
dence, and competitiveness, but these qualities are
hindered by poor enabling environments. Nega-
tive stereotypes and lack of awareness among
workers towards female managers persist, creat-

ing barriers to their advancement.



The City Administration is actively working to
empower women and increase their representation
in managerial and leadership positions. However,
the study found that men's attitudes towards

women in these roles remain relatively negative.

5.2 Recommendations:

a) For Government Sectors:

e Provide capacity-building opportunities to de-
velop women's knowledge and skills

e  Assist women in employing effective manage-
rial approaches and tools

e Offer comprehensive training in management
and innovative decision-making

e Encourage women to engage with critical is-
sues

b) For Addis Ababa City Administration:

e Equip female managers with necessary facili-
ties and support

e Organize continuous professional develop-
ment activities to enhance women's skills and
experience

e Initiate programs to boost women's ambition,
assertiveness, self-confidence, and competi-
tiveness, as these qualities are essential for the
city's administrative progress.
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