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Abstract: This study was intended to assess the practices and challenges of women in leadership and development activities of some 
selected woredas of Bench Maji Zone. The purpose of this study was to look into the depth of the nature of the existing practices and 
challenges of women in leadership and development activities. The review of literature tried to overview the concept of women in 
leadership and challenges of women in leadership position. It suggests women participation in leadership and decision making position 
can affect many areas of development. It further suggests that positive engagement of women in decision making positions and 
development in all demographic environments can increase economic achievement levels of the country. The study employed a 
descriptive survey method. Five out of 10 woredas and 1 one city administration in Bench Maji Zone were selected as a sample for the 
study by using simple random sampling techniques. Questionnaire, Interview, Focus group discussion and document analysis were the 
main instruments used to collect data. Both quantitative and qualitative data were collected and analyzed. SPSS version 16 was used for 
the quantitative analysis. The major conclusions made from the study were equal participation and representation of women in 
leadership positions and development activities would ensure better economic performance of the sector. Effects and sensitivities of 
women in leadership and development activities were high. The progress of women in leadership and development activities over the last 
five year was fast. However, still there is a gap when compared with men counterparts. Most of the time women join mostly low level 
work conditions. Today women under representing in leadership position in almost all sectors due to relatively women have less freedom 
because of their family responsibility and lack of necessary qualifications and skills to fill position of responsibility. Major challenges 
influencing women were cultural issues and lack of parental involvement which were common in female headed institutions. Better 
activities were done regarding eradicating extreme poverty and hunger and achieving universal primary education. Lastly, based on the 
findings and conclusions, recommendations were forwarded to alleviate some of the existing challenges during the practices in 
leadership and development activities.  
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1. Introduction 
 
Of the world’s one billion poorest people, three-fifths are 
girls and women and 130 million children who are out of 
school, 70% are girls (UNDP, 2005). As to the report, 
women make up only 16% of parliamentarians worldwide. It 
is also assumed that up to 50% of all adult women have 
experienced violence at the hands of their intimate partners. 
Each year, half a million women die and 18 million more 
suffer chronic disability from preventable complications of 
pregnancy and childbirth.  
 
Similarly, in many African societies, women’s problems are 
compounded as compared to other marginalized categories. 
Because of their political and economic position in their 
society, women constitute what Obi (2005) calls the most 
marginalized of the marginalized. As members of society, 
they experience unfair treatment; they have to bear the 
burdens of daily life that patriarchy imposes. Their 
underprivileged positions are maintained and perpetuated by 
strong national and cultural discourses as well as by 
customary and statutory laws. Women’s under-
representation in leadership positions may be attributed also 
to women’s own decision not to apply for promotion for a 
variety of reasons, such as lack of necessary aspirations, lack 
of awareness of the promotion system and a lack of 
confidence that they will succeed, gender-based 
socialization, fear of failure, and lack of competitiveness 
(Acker, 1989; Coffey and Delamont, 2000; Limerick and 

Anderson, 1999). 
 
In Ethiopia the total population of the country is estimated to 
be 90,873,739(CIA World fact book, July 2011) persons, of 
whom 0-14 years: 46.3% (male 20,990,369/female 
21,067,961), 15-64 years: 51% (male 22,707,235/female 
23,682,385), 65 years and over: 2.7% (male 
1,037,488/female 1,388,301) (2011). World Bank (2007) 
indicated that development focusing on women’s 
empowerment, especially on the education of girls, would 
reduce fertility and promote economic growth, but at 
present, women over age 25 are 85 percent less likely than 
men of the same age to be employed and only one in five 
women earn cash income over which she has control.  In 
fact, there have been few studies concerning women in 
Ethiopia, but many observers have commented on the 
previous physical hardship that Ethiopian women experience 
throughout their lives. Such hardship involves carrying loads 
over long distances, grinding corn manually, working in the 
homestead, raising children, and cooking and even today 
there is a practice in some rural and urban areas. Ethiopian 
women traditionally have suffered socio-cultural, economic 
discrimination and have had fewer opportunities than men 
for personal growth, education and employment.  
 
Although a few women with higher education have found 
professional employment, most hold low-paying jobs. About 
40 percent of employed women in urban areas worked in the 
service sector, mainly in hotels, restaurants, and bars.  The 
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Federal Democratic Republic of Ethiopia demonstrated its 
firm commitment to the equitable socioeconomic 
development of women with the establishment of the 
National Policy on Women in (1993) and the promulgation 
of the new Constitution in (1995). The National Policy on 
Women aims to institutionalize the political and 
socioeconomic rights of women by creating appropriate 
structures in government institutions. In line with this 
Ethiopia’s critical areas of concern are poverty and 
economic empowerment of women and girls, human rights 
of women and violence against women and girls, education 
and training of women and girls, institutional mechanism for 
the advancement of women, empowering women in decision 
making, women and environment and reproductive rights 
and health including HIV/AIDS. But nothing was done 
regarding the problems women faces while engaging 
themselves into different development activities. 
 
2. Statement of the Problem 
 
Since women constitute half of the population in Ethiopia, 
they significantly contribute to the country's economy, 
mainly in the agriculture and the informal sector. According 
to Central Statistics Authority CSA (2007) cited in National 
Report on progress made in the implementation of the 
Beijing Platform for Action, there are more women (64.3%) 
than men in the informal sector. Despite their contribution to 
the economy and social development, however, they did not 
enjoy the fruits of development equally as their male 
counterpart. To this effect, they do not have access to, 
health, education, and other productive resources and they 
are not adequately represented in leadership and decision-
making positions at all level. The status of men and women 
is varying in different cultures; in general, men dominate the 
political, economic, and social arena in all cultures. 
Although women's contribution to their national economies 
is immense, it has not been translated into better access to 
resources or decision-making powers as it is expected. As a 
result, women remained to face challenges and be the 
poorest of the poor. Due to the different roles and 
responsibilities men and women have in the society, the 
causes and experience of poverty also differs by gender. 
Previously, rights such as, access to land, credit and other 
productive resources are difficult for women to attain. But 
now a day’s poverty reduction has been embedded within 
the overall development agenda of the country and equally 
shared for both male and females in the country. Even 
women are highly empowered to actively engage themselves 
into micro enterprises activities in addition to different 
affirmative action provided for them by the government in 
all sectors.  
 
However, whatever positive actions and advocacy are 
provided for women by considering their ultimate 
contribution to development, the researcher believes that 
there are challenges that women facing still during 
exercising their duties and responsibilities. Only small 
numbers of women are doing leadership activities in any 
government and non-governmental organizations. Therefore 
these challenges and practices of women need intensive 
examining for further scaling up of their role in economic, 
social, political and technological developments. For this 

matter   the study was attempted to find out answer to the 
following basic questions:- 
1) What is the nature of women’s practices in decision 

making and development activities of the selected 
Woredas? 

2) What are the challenges /factors/ that women facing 
during they exercise their duties and responsibilities in 
any development activities of the woredas? 

3) Why women are rarely found in a leadership position in 
all sectors of Woredas? 

4) What seem the effects and sensitivities of women in 
leadership and development activities in the woredas? 

5) How is the progress and status of women practices in line 
with Ethiopian Millennium Development Goal (MDG)? 

 
3. Objectives of the Study 
 
The aim of the study was to generate convincing and 
empirical based statements with regards to practices and 
challenges of women in some selected woredas of Bench 
Maji Zone. The general objective of this study was to assess 
the overall economic, social, political and technological 
practices of women to assure the country’s development and 
challenges that they face in the process.  
 
3.1 Significance of the Study 
 
The findings of this study contribute to knowledge, which 
might give good reason for stakeholders’ expectations of the 
role of women in leadership and development activities. The 
researcher believes that the starting point to improve the 
performance of women in leadership and development is 
identifying their practices and challenges. Thus, this study 
help some leaders and policy makers who for one reason or 
the other have not been effective in carrying out their 
responsibilities by providing information regarding the real 
practice and challenges of women in leadership and 
development. The researcher anticipates this research is 
valuable to all concerned with county’s economic 
development. For political leaders, it provides clarity and 
specificity about the economic, social, leadership and 
technological practices of women and challenges with the 
strongest relationships to development. 
 
3.2 Limitations 
 
The study suffered from behavioral problems of the 
respondents. In this case the responding ability and 
willingness of the respondents were situational. However, 
favorable situations were considered for the respondents to 
minimize situational factors that affect the quality of the 
data.  Dispersed geographical locations of the Woredas 
restricted the researcher’s intention of collecting data 
beyond five Woredas. The small number of women leaders 
in this study was a limitation. However, to increase the 
reliability and accuracy of the finding the researcher did 
beyond his potential expectation and effectively completed 
the research tasks successfully. 
 
4. Research Methods 
 
The study is descriptive survey method in nature. 
Descriptive method is adopted because it helps to explain 
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phenomena in terms of the conditions or relationships that 
exist; opinions that are held by respondents and experts; 
processes that are going on; effects that are evident; or 
trends that are developing (Koul, 2005). In addition, it is due 
to the researcher’s intension is to describe the existing 
phenomenon’s regarding the practice of women in 
leadership and development activities and challenges they 
face during the actual practices.  Shey Bench, Semen Bench, 
Sheko, Debub Bench and Gura Ferda were study areas.  The 
analysis and the general discussion of this study revolved 
around workers working in different sector developments of 
some selected woredas in Bench Maji zone. Some women 
respondents that were participating in the study were 
selected from each woreda purposely with the assistance of 
officials from each development sector in the woredas.  
 
A two stage sampling techniques was used to select 
representative sample size. At the first stage, woredas were 
selected from the zone. Researcher employed lottery system 
of simple random sampling techniques for the selection of 

the woredas. Second, 240 of sample size out of 825 total 
population of the study were taken from the selected woreda. 
The main instrument used for data collection was 
questionnaire and Interview that was adapted for the purpose 
of this study. Then focus group discussion and document 
analysis followed to obtain additional data and check the 
reality of information collected through the questionnaire 
and interview. Descriptive statistics (frequency, percentage, 
mean and standard deviation) and inferential statistics were 
used based on the nature of data that was collected. For 
open-ended questionnaire and interview part, the researcher 
was narrated and interpreted logically. 
  
5. Result and Discussions 
 
The following table indicates detail characteristics of the 
respondents. 
 

 
Table 1: Characteristics of the respondents’ interms of sex, age, marital status, work experience 

Sex F P 
Age 

Category F P M. Status F P Experience F P Qualification F P 
Female 74 35 20 up to 30 162 77 Married 121 59 1 up to 3 128 60 Certificate 7 3 
Male 136 65 31 up to 40 37 18 Single 81 39 4 up to 6 41 20 Diploma 89 42 
Total 210 100 41 up to 50 10 4 Divorced 5 2 7 up to 9 19 9 BSc/BA 114 54 

51 up to 60 1 1 Total 207 100 10 up to 12 12 6 MSc/MA 2 1 
Total 210 100 13 up to 15 10 5 Total 212 100` 

Total 210 100 
NB: F = Frequency, P = Percentage 
 
As indicated in tables 2 above, the majorities of the 
respondents were male i.e. 65%. However, the t-test score 
for each finding indicates that variation in sex category 
could have insignificant change on the result. 77% of the 
respondents were in the range of 20 up to 30 age categories. 
Moreover, 54% of these participants were BSc/BA holders.  
 
Analysis of the Data: The data was analyzed by using SPSS 
version16.0 software. A total of 240 questionnaires were 
distributed to 12 sector offices sample workers i.e. trade & 
industry, water & mineral energy, women & children affairs, 
agriculture & rural development, civil service, culture & 
tourism, education bureau, finance bureau, road transport, 
administration office, health office and justice. The analysis 
revealed that the overall response rate was 88%. 
 

Analysis of women in leadership and decision making 
practices 
 
1) Participation (WEPLDP) and representation of 

women in leadership positions and development 
activities /RWEPLDP/. 

 
Respondents’ perception regarding equal participation of 
women in leadership and development activities together 
with their justification to responses were collected. The 
responses were analyzed interms of percentage, mean and 
standard deviation. The detail of the result is described in the 
following table. 
 

Table 2: Participation and representation of women in leadership and development activities 
WEPLDP RWEPLDP 

 Frequency Percent Reasons N Mean Std. Deviation 

No 26 12 RWEPLDP1 200 2.42 .75 

Yes 185 88 RWEPLDP2 202 2.12 .78 

Total 211 100 RWEPLDP3 202 2.51 .69 

   RWEPLDP4 202 2.45 .705 

   RWEPLDP5 202 2.06 .795 

   RWEPLDP6 202 2.85 .66 

 
From table 3 above 88% percent of the respondent argued 
that women should equally participate and represent in 
leadership positions and development activities. For this 

argument they forwarded their own rationales as it is 
indicated in the same table. From the table more or less the 
mean deviations of the described reasons were very much 
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close to each other i.e. 2.85, 2.50, 2.44, 2.42, 2.11 and 2.05. 
This implies that as to the responses of the respondents it is 
because of all about equal right for women and men, it 
would encourage other women to lead professional careers, 
women are as qualified for these position as men are, it 
would ensure better economic performance of the sector, it 
would ensure better risk management and it would make a 
difference in the way the sector are run respectively.  
 
The response also tested by using t-test and one way 
ANOVA to see whether there was perception differences 
among respondents because of their sex, income and 
experiences. Accordingly, having 14.53 and 14.23 mean 
scores the t-test result of male and female respondents 
respectively is t (198) =0 .743, p< 0.05. This implies that 
because of differences in sex no significant perception 
differences were observed between male and female 
respondents.  
 
Table 3: ANOVA table on respondents’ perception because 

of variations in experiences 
ANOVA 

 Sum of Squares df Mean Square F Sig.

Between Groups 109.67 4 27.42 4.028 .004 

Within Groups 1327.35 195 6.81   

Total 1437.02 199    

 
As it is indicated in table 4 above having 14.51, 13.62, 
14.16, 14.40, and  17.44 mean deviations respectively the 
ANOVA test results of the respondents’ perception is f 
(6,189) = 4.028, p<0.05.  The significance level is 0.004 
which is less than 0.05. This stick out that there is significant 
opinion differences among the categories of respondents 
based on their experiences. i.e. respondents having 1 up to 
3yrs, 4 up to 6yrs, 7 up to 9yrs ,10 up to 12yrs and 13yrs and 
above. The first four categories perceives similar to each 
other  but the fifth category respondents’ i.e. having 13 years 
and above experiences perceives differently from the other 
respondents categories regarding participation of women in 
leadership and development activities.  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 4: ANOVA table on respondents’ perception because 
of variations in income 

ANOVA 

 
Sum of 
Squares 

df 
Mean 

Square 
F Sig. 

Between Groups 67.155 6 11.192 1.548 0.165 

Within Groups 1366.845 189 7.232 

Total 1434 195 

 
According to table 5 above, having 12, 15.5, 14.7, 14.6,  
13.68, 15, 12.8 mean values respectively, the ANOVA result 
for these respondents earning different amount of income 
per a month is F (6,189) = 1.548, P< 0.05. This means at 6 
degree of freedom, N= 189, F value is 1.548 when P value is 
less than 0.05. This implies that because of variation in 
income no significant perception difference was observed 
regarding participation of women in leadership and 
development activities. 
 
2) Effects (EWLD) and sensitivity (SWD) of  women in 

leadership and development activities 
 
Effects of women and sensitivity of women in leadership 
and development activities were assessed and organized 
according to the following table by using percentage.  

 
Table 5: Effects and sensitivities of women in leadership 

and development activities 
EWLD SWD 

Frequency Percent  Frequency Percent
Very low 7 3 No 28 13
low 22 10 Yes 183 87
medium 74 35 Total 211 100
High 52 25   
Very high 56 27   
Total 211 100   

 
From table 6 above it is possible to conclude that 35% 
percent of the respondents believe the effect of women in 
leadership and development activities was medium. 
Similarly, 27% and 25% of the respondents responded 
women effects in the same activities was high and very high. 
The percentage of the respondents who responded to effects 
of women in the activities was low and very low is 22% and 
7% respectively. This mean the majority of the participants 
confirmed that the effects of women in leadership and 
development activities are high. Consequently, from the 
same table 87% of the respondents substantiated that women 
are sensitive in leadership and development activity. 
 
3) Progresses (PW) and number of women (NWID)) 

involved in decision making position over the last 5 
years 

The results of the assessment the progress and status of 
women in decision making positions are putted in the 
following table 

 
 
 
 
 
 

Paper ID: OCT14260 602



International Journal of Science and Research (IJSR) 
ISSN (Online): 2319-7064 

Impact Factor (2012): 3.358 

Volume 3 Issue 10, October 2014 
www.ijsr.net 

Licensed Under Creative Commons Attribution CC BY 

Table 6: Progress and involvement of women and men in decision making positions 
PW NWID NMID Gap 

F P F P F P F P 
Very Slow 5 2 Very low 11 5 Very low 2 1 No 23 11 

Low 16 8 low 55 26 Low 6 3 Yes 185 89 
Medium 92 43 Medium 123 58 Medium 13 6 Total 208 100 

Fast 63 30 High 19 9 High 107 51
very fast 36 17 Very high 4 2 Very high 84 40

Total 212 100 Total 212 100 Total 212 100
 

According to table 7 above, column one i.e. under progress 
of women (PW) column, 43% of the  respondents argued 
that over the last five years the progress of women in 
leadership and development activities was medium. In 
addition, 30% and 17% of the respondents said the progress 
of women in the same years was fast and very fast 
respectively. Therefore, from this it possible to bring to a 
close that averagely about 47% of the participants agreed 
that the progress of women over the last five year was fast.  
The table also indicates that men highly involved in 
leadership and development activities than women.  
 
4) The nature and level of work conditions women joins 

/ NWCWJ, LWCWJ/ 
 

In the table below, two most important issues are described 
i.e. responses regarding the nature of work condition that 
women mostly join, the level of these work conditions. 
 
Table 7: Nature and level of work conditions women joins 

NWCWJ LWCWJ 

W. condition Frequency Percent Levels F P 

Messengers 
25 12 

Low level work 
condition 

116 56 

Genitors 
25 12 

Medium level 
work condition 

80 38 

Secretaries 
71 34 

High level work 
condition 

13 6 

Team leaders 7 3 Total 209 100

Teachers 26 12    

Supervisors 3 1    

Tellers 3 2    

Officers 4 2    

Others 10 5    

Total 211 100    

 
As it can be seen from table 8 above the percentage score of 
each work conditions is described. From the work conditions 
the percentage score of secretaries is relatively high, i.e. 
34% of the respondents said that most of the time women 
join work type like secretaries, record offers, and 
messengers. Mostly women join low level work conditions 
i.e. about 56% of the respondents said women are joining 
low level work condition and 38% of them join medium 
level work conditions.  
 
 
 
 
 

5) Reasons for underrepresentation of women in 
leadership and development activities (WUDP) 

 
The responses regarding the reasons for women under 
representing in decision making positions and development 
activities were tabulated as follows. 
 

Table 8: Reasons for underrepresentation of women in 
leadership and development activities 

Reason for WUDP GBD 
N Mean SD  F P

RWUDP1 208 2.43 1.33 No 55 28
RWUDP2 207 2.35 1.26 Yes 145 72
RWUDP3 208 3.93  1.38 Total 200 100
RWUDP4 206 2.87  1.35  
RWUDP5 208 2.04 1.24  
RWUDP6 208 2.65 1.22  

 
From the above table the mean score of RWUDP3 is 3.93 
which is better than the other reasons. This means the major 
reason for underrepresentation of women in leadership and 
decision making positions is relatively women have less 
freedom because of their family responsibility. In addition, 
the mean score for RWUDP4 is 2.87 which mean according 
to the responses of the respondents the women do not always 
have the necessary qualifications and skills to fill position of 
responsibility. The t-test score having mean score of 
male=16.26, female=16.24 then t (203) =.976, P<0.05. This 
implies that because of sex variations no significant 
difference in response was observed regarding the reason 
that women underrepresented in leadership and development 
activities. Besides, 72% of the respondents argued that to 
minimize this problem there is a need to make a gender 
balance decision at national level. 
 

Table 9: ANOVA table respondents’ opinion because of 
variations in income 
ANOVA 

 
Sum of 
Squares df Mean Square F Sig.

Between Groups 156.09 6 26.02 1.504 .179
Within Groups 3355.13 194 17.29 

Total 3511.22 200  
 
Having 13.00, 19.22, 16.46, 16.33, 15.20, 15.57, 17.25 mean 
score respectively, the ANOVA score for the above issue is 
F (6, 194) = 1.504, P< 0.05. This implies that because of 
difference in income no significant differences was observed 
among different categories of respondents regarding the 
reasons for women underrepresented in leadership and 
development activities.  
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Table 10: ANOVA table respondents’ opinion because of 
variations in experiences 

ANOVA 

 
Sum of 
Squares 

df Mean Square F Sig. 

Between Groups 334.569 4 83.642 5.144 0.001
Within Groups 3219.618 198 16.261 

Total 3554.187 202 
 
The ANOVA score for the above issue is F (4, 198) = 5.144, 
P< 0.05. The significance level of the respondents is 0.001 
which is less than 0.05. This implies having 15.6, 15.9, 19.8, 
18.3, and 16.6 mean value respectively  there was significant 
differences observed among different categories of 
respondents based on experiences Respondents having 7 up 
to 9 year experience perceives differently.  
 
6) Possible reasons for women rarely found in a 

leadership and decision making position. 
 
The following table shows the analysis of the responses of 
respondents regarding reasons for women rarely found in a 
leadership and decision making positions. The details of the 
analysis are described below in the table. 
Table 11: Reasons for women rarely found in a leadership 

and decision making position 
Reasons Code F P Rank 

Aspiring women may not have the 
level of education necessary for 

entry-level leadership positions in 
the public sector. 

RWRFLDP1 
 

32 
 

16
Second

The level of corruption in the 
country is another constraint as 

people lobby their way into 
leadership positions. 

RWRFLDP2 17 8 Fifth 

Women occupy the lower posts 
rather than the senior ones due to 
historical factors, completed their 

studies at later stages. 

RWRFLDP3 29 14 Fourth 

Lack of financial and managerial 
skills necessary for top-tier 

management positions 
RWRFLDP4 15 7 Sixth 

The existence of factors which 
prevents women from accessing 

higher echelon positions 
RWRFLDP5 13 6 Eighth 

Lack of access to credit. RWRFLDP6 0 0 Eleventh

Gender role stereotyping and 
violence continue to be issues that 
prevent women from embracing 

leadership positions. 

RWRFLDP7 30 15 Third 

Women in academics do not 
climb up the ladder as fast as our 

male colleagues 
RWRFLDP8 10 5 Ninth 

Lack and confusions of 
affirmative action 

RWRFLDP9 4 2 Tenth 

Lack of leadership training and 
mentoring 

RWRFLDP10 14 7 Seventh

Gender-based discrimination at 
many levels prevents women 
from getting senior positions 

traditionally held by men 

RWRFLDP11 40 20 First 

 
Table 12 above is the results of the respondents’ perception. 
The reasons are putted in rank according to the followings. 
The first three reasons are 

1) Gender-based discrimination at many levels prevents 
women from getting senior positions traditionally held by 
men (20%).  

2) Aspiring women may not have the level of education 
necessary for entry to level of leadership positions in the 
public sector (16%).  

3) Gender role stereotyping and violence continue to be 
issues that prevent women from embracing leadership 
positions (15%). 

 
7) Challenges of women in leadership and development 

activities 
 
The following table 13 shows the detailed results of the 
responses.  
 

Table 12: Challenges of women in leadership and 
development activities 

CHWLD CODE MEAN SD 

They are examined for what 
they wear especially if they 

have to address communities’ 
meetings 

CHWLD1 

3.04 1.49 
Boys tend to undermine their 

authority 
CHWLD2 

2.80 1.41 
Boys tend to associate 

discipline with physical power 
CHWLD3 

2.76 1.43 
Male educators find it difficult
to submit to the authority of a 

woman 

CHWLD4 

2.32 1.32 
Women in most cases find 
themselves not be in fully 

accepted by the communities 
they work with. 

CHWLD5 

3.02 1.55 
Lack of parental involvement 
becomes common in female 

headed institutions 

CHWLD6 

3.04 1.46 
Cultural issues become more 

obvious especially if the 
female works in a different 

cultural set up 

CHWLD7 

3.67 1.42 
Some male colleague do not 

give them support 
CHWLD8 

3.05 1.56 
Some male parents refuse to 
serve in the female headed 

offices 

CHWLD9 

2.92 1.48 
They are challenged by 

educators who think that 
women are not knowledgeable 

on labor issues 

CHWLD10 

2.09 1.34 
They are made to feel that 

their contributions to society 
are not important. 

CHWLD11 

2.26 1.4 
They do not get the support 

from other female colleagues 
who would also like to work 

with male leaders. 

CHWLD12 

2.96 1.52 
 
As it is indicated in table 13 above, the mean score of 
CHWLD7 is 3.67. This implies that the major challenge 
influencing women was cultural issues become more 
obvious especially if the female works in a different cultural 
set up. It is followed by some male colleague do not give 
them support and lack of parental involvement becomes 
common in female headed institutions i.e. mean score of 
3.05 and 3.04. The t-score also done and the result of t-test 
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is, having mean score of male= 34.19, female =33.48, t 
(204) = 0.583, p<0.05. This implies that because of sex 
differences no significant perception was observed between 
male and female respondents.  
 
ANOVA test was also done and the result seems like the 
following. 
 

Table 13: ANOVA table on challenges of women in 
leadership & development based on income 

ANOVA 

 
Sum of Squares df 

Mean 
Square F Sig.

Between Groups 1210.57 6 201.76 2.78 .013

Within Groups 14133.58 195 72.48   

Total 15344.16 201    

 
From table 14 above, having 39, 42, 34.44, 34.77, 31.04, 
30.71, and 32.2 mean value the ANOVA score for the 
responses regarding challenges of women in leadership and 
development activities is F (6, 195) = 2.784, P<0.05. This 
means because of respondents earning different incomes 
significant perception difference among respondents earning 
different incomes was observed.   
 

Table 14: ANOVA table on challenges of women in 
leadership & development based on experiences 

ANOVA 

 Sum of Squares df Mean Square F Sig.

Between Groups 386.48 4 96.62 1.277 .280

Within Groups 15055.03 199 75.65   

Total 15441.51 203    

 
From table 15 above having 33.62, 34.55, 37.53, 31.33, and 
32.1 mean value,  the ANOVA score for the responses 
regarding challenges of women in leadership and 
development activities is F (4, 199) = 1.277, P<0.05. This 
means because of respondents having different experiences 
no significant perception difference was observed 
 
8) Progress of women in line with MGD 
The following table 16 shows brief analysis of the responses 
in terms of mean and standard deviation. 

 
Table 15: progress of women in line with MGD 

 N Mean SD
PWMDG1 212 2.12 .68
PWMDG2 212 2.12 .69
PWMDG3 207 2.07 .69
PWMDG4 212 1.82 .75
PWMDG5 212 2.00 .73
PWMDG6 212 1.94 .69
PWMDG7 212 1.96 .77

 
The mean score of PWMDG1 and PWMDG2 are 2.12. This 
means the within the sample woredas better activities were 
done regarding eradicating extreme poverty and hunger  
particularly, provisions of equal access for women to basic 
business, transport and infrastructure opportunities in the 
zone, and enhancing investment rate in women’s health and 

nutritional activities. In addition, important actions were 
taken to achieve universal primary education like increasing 
number of girls and women school enrolment in the zone, 
and level of mother’s education regarding her children’s 
school enrolment, attainment and their health and nutrition 
outcomes performed in a better manner relatively. Besides, 
having mean score of male =14.23, female = 13.78 the result 
of t-test is t (203) =0.391, P< 0.05. It implies that because of 
sex differences, no significant perception difference was 
observed between male and female respondents.  
 
The following table shows the ANOVA result of progress of 
women in line with MDG due to difference in income. 
 

Table 16: ANOVA table regarding progress of women in 
line with MGD based on income 

ANOVA 

 
Sum of 
Squares df Mean Square F Sig. 

Between 
Groups 

29.26 6 4.87 0.369 0.898 

Within Groups 2587.49 196 13.2   

Total 2616.75 202    

From table 17, having 13, 13.1, 14.22, 13.68, 14.38, 13.57 
and 13.2 mean score respectively,  the ANOVA score for the 
responses regarding progress of women in line with 
millennium development goals (MDG) is F (6, 196) = 0.369, 
P<0.05. This means because of respondents earning different 
incomes no significant perception difference was observed.  

 
Table 17: ANOVA table on progress of women in line with 

MGD based on experiences 
ANOVA 

Sum of Squares df Mean Square F Sig.

Between Groups 145.127 4 36.282 2.972 .02
Within Groups 2441.917 200 12.210 
Total 2587.044 204  
 
As it is indicated in table 18, having 14, 15.05, 12.25, 15.42 
and 12.3 mean score respectively,  the ANOVA score for the 
responses regarding progress of women in line with 
millennium development goals (MDG) is F (4, 200) = 2.972, 
P<0.05. The significance level of the respondents is 0.02 
which is less than 0.05. This means because of respondents 
having different experiences significant perception 
difference was observed. 
 
6. Conclusion and Recommendations 
 
It was found that in the selected woredas though the progress 
of women over the last five was fast still there is a gap when 
compared with men counterpart. Men highly involved in 
leadership and development activities than women. In 
addition, according to the results of the finding mostly 
women join low level work conditions. Therefore, there has 
to be mechanisms like women capacity building through on-
the-job organized and continuous professional training for 
women to enhance their leadership skills. For this, different 
government office, education institutions, NGOs and policy 
developers could be the primarily responsible bodies. 
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The major reason for underrepresentation of women in 
leadership and decision making position is relatively they 
have less freedom because of their family responsibility. 
Mainly, gender-based discrimination at many levels prevents 
women from getting senior positions traditionally held by 
men.  Most women not have the level of education necessary 
for entry to level of leadership positions in the public sector. 
Opportunities should be given for women to increase their 
education level to fit whatever decision making positions 
they are supposed to join. The concerned women are also 
responsible to update themselves and equally compete with 
their men counter parts. Because of some of our traditional 
thoughts regarding women performance sometimes gender- 
based discriminations happens. Such thoughts should be 
avoided and all stakeholders should cooperate women in all 
aspects. Major challenges influencing women were cultural 
issues become more obvious especially if the female works 
in a different cultural set up. It is followed by some male 
colleague do not give them support and lack of parental 
involvement becomes common in female headed 
institutions. Parents should have a time and develop concern 
to follow up and cooperate them in all aspects. 
 
Less activities were done regarding, reducing child mortality 
and improve maternal health; provisions of  mother’s 
education, average  mothers’ income, and empowerment; 
ensuring environmental sustainability;  gender equitable 
property and resource ownership policies that enable women 
(often as primary users of these resources) to manage them 
in a more sustainable manner; developing a global 
partnership for development to improve status of gender 
equality in the political sphere that lead to higher 
investments in development cooperation; and combating  
HIV/AIDS, malaria, and other diseases like increasing 
number of economically independent women in the woreda 
so that it is essential for preventing the spread of HIV/AIDS 
and other epidemics. The researcher believes that these areas 
are important indicators of development and have to be 
given special attention by the government if we intend 
achieve MGD successfully as planned. Finally, the 
researcher recommends other researchers to carry out a large 
scale study so that a rigorous mechanism for practices and 
challenges of women in leadership and development 
activities could evolved. Some more aspects of development 
activities may be added to achieve a wider and truer picture 
of the issues. 
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