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[bookmark: _Toc145598138]ABSTRACT
The study looked at how gender stereotypes affect the participation of women in leadership positionsin the Mukono District Local Government (MDLG). Its main objectives were to identify the prevalent gender preconceptions that have an impact on women's participation in leadership roles and to investigate how these stereotypes have affected women's engagement in leadership roles in Mukono District Local Government.
The study was conducted utilizing a cross-sectional survey research design that also included qualitative and quantitative research methods. Both purposive and simple random sampling approaches were utilized to acquire the data through the use of questionnaires and interviews. The survey also included six department heads and a sample size of 80 respondents who are female employees of the Community Based Services Directorate at MDLG.
The study findings highlighted the deeply entrenched gender stereotypes in MDLG that hinder women's progress in leadership. These stereotypes create a double bind, forcing women to navigate conflicting expectations and biases, limiting their access to support and fair treatment. This results in significant obstacles for women in attaining leadership roles and their underrepresentation in decision-making positions. Moreover, these stereotypes perpetuate a hostile work environment, raise legal and ethical concerns, and negatively impact team productivity and morale. Addressing these ingrained stereotypes is essential for promoting gender equality and fostering inclusive leadership in MDLG and similar organizations.
Finally, the study recommended MDLG to take proactive measures, including regular gender sensitization workshops, mentorship programs, gender-neutral recruitment and promotion policies, safe reporting mechanisms, leadership training, promotion of inclusive leadership, and a commitment to gender equality. Additionally, public awareness campaigns should be initiated to challenge and change gender stereotypes in the broader community. These actions aim to foster a more inclusive and equitable work environment, empower women in leadership, and address the deeply rooted gender stereotypes identified in the study.


[bookmark: _Toc145598139][bookmark: _Toc499888732]CHAPTER ONE
[bookmark: _Toc145598140]INTRODUCTION
[bookmark: _Toc145598141]1.0 Introduction
[bookmark: _Toc499888733]This chapter investigates the study’s setting, the problem statement,the goal and objectives of the investigation, the research questions, the scope of the study, that is, its geographic and temporal dimensions, its importance, and the conceptual framework.
[bookmark: _Toc145598142][bookmark: _Toc499888734]1.1 Background of the study
The impact of gender stereotypes on women's employment in positions of leadershipis a global concern. Across various countries and cultures, gender stereotypes have been found to hinder women’s access to leadership roles (Tabassum & Nayak, 2021). Research conducted in multiple countries, including the United States, European nations, and Asian countries, consistently highlights the pervasive influence of stereotypes on women's leadership opportunities. In many parts of the world, gender stereotypes shape perceptions of leadership qualities, often leading to biased evaluations of women’s competence and suitability for leadership roles (Tabassum & Nayak, 2021; World Economic Forum, 2021).
Around the world, there are still shockingly few women in top roles in politics and administration. Only 15 of the world's 193 nations have achieved 30% women in national governments, and only 17.4% of national political representatives worldwide are female (Brescoll, 2016; Afroz, 2020). To achieve the Sustainable Development Goals by 2030, women must have equal access to political power and leadership roles. According to data from 136 nations, women make up about 3 million (34%) of the elected members of local deliberative bodies. Only two nations have surpassed 50%, while another 20 nations have more women in local government than 40%. But statistics reveal that women are underrepresented in decision-making at all levels globally and that political gender parity is still a long way off (Santhya et al., 2019).
Gender stereotypes significantly hinder the participation of women in leadership roles in Africa. The idea that women should prioritize home duties over pursuing leadership positions is frequently reinforced by traditional gender roles and social expectations. This leads to a scarcity of women in top leadership positions in many African countries (United Nations Development Programme, 2018). Consequently, women in Africa face significant challenges in breaking through the barriers that impede their advancement into leadership positions. However, it is important to note that Africa is a diverse continent with variations in cultural practices and gender dynamics across different regions (Hentschel et al., 2019).
As a result, women make up a bigger proportion of the population in several Sub-Saharan African nations, including Uganda. According to estimates, there are 44 million people living in Uganda, with women making up 53% of the population. 33 percent of families have a female head of family (Muhangi, 2022; UNFPA, 2017). As in the majority of Sub-Saharan African nations, women continue to hold few or no leadership positions in Uganda's politics and public sector. These include cultural norms and attitudes, sexism and gender stereotypes, the glass ceiling, male dominance, and other relevant issues (Nagler & Naudé, 2017).This claims the reasons why women still remain the marginalized group in both private institutions and government. Conversely, women are underrepresented in leadership positions at different political spheres regardless of the institutions they are involved in (UWONET, 2022).
Within East Africa, gender stereotypes continue to affect women's participation in leadership positions. Studies conducted in countries such as Kenya, Tanzania, and Rwanda have highlighted the challenges women face in accessing leadership roles due to deeply ingrained stereotypes and cultural norms (Tundi, 2015;Lindsay et al., 2017). These stereotypes often reinforce the belief that leadership is a masculine trait and discourage women from pursuing leadership positions.In Uganda, gender stereotypes also contribute to the underrepresentation of women in leadership roles. Despite efforts to promote gender equality and women’s empowerment, traditional gender norms and biases persist, limiting women's opportunities to hold influential positions in politics, business, and other sectors. Research conducted in Uganda has highlighted the existence of biases in leadership selection and promotion processes, creating barriers for women's advancement (Booth, 2022;Chouchou Lyliane, 2022).
In order to strengthen democracy and encourage proper organization functioning, According to the Universal Declaration of Human Rights, fulfilling the objective of gender equality in leadership positions in developing countries, including Uganda, shall provide a balance. However, there are still more males than women in leadership positions. This is the case in the Mukono District Local Government headquarters, where women make up 39.5% of the leadership team while men make up 60.5% (Mukono DLG Report, 2022).Consequently, it is from such an inequality and gender disparity existing within district that the researcher felt a need to examine howgender stereotypes affects women’s participation in leadership positions.
[bookmark: _Toc145598143][bookmark: _Toc499888735]1.2 Problem statement
In an ideal world, women would equally participate in leadership roles to aid local governments in achieving their goals and providing appropriate services (Torfing & Srensen, 2019). The expected scenario is that leadership will be perceived in a framework where such women are able to equally participate in leadership at both local government levels as well as in society on an equal footing with males (Rhode, 2017). However, the underrepresentation of women in leadership roles in Uganda is a critical problem stemming from the entrenched bias and stereotypes against women (Tabassum & Nayak, 2021).
Despite initiatives to advance gender equality and women's empowerment and the enormous progress made by women in leadership and decision-making under the current National Resistance Movement Government, statistics and evidence show that there are still significant disparities and obstacles that prevent women from participating in and rising to leadership positions within the district.For example, although women constitute 53% of Uganda’s total population, less than 36% of these women hold seats in the national parliament (Inter-Parliamentary Union, 2021; Muhangi, 2022). This disparity is further reflected at the local level within districts such as Mukono, where women’s representation in leadership remains disproportionately low with 39.5% women compared to 60.5% men in leadership positions (Jørgensen, 2021; Mukono DLG Report, 2022). One therefore wonders whether this could be as a result of gender stereo typing. In light of this information, the researcher aims to investigate the connection between gender stereotypes and the representation of women in leadership roles within Mukono District Local Government.
[bookmark: _Toc145598144]1.3 Study Objectives
[bookmark: _Toc145598145]1.3.1 General objective of the study
[bookmark: _Toc499888736]The goal of the study was to investigate the connection between gender stereotypes and the representation of women in leadership roles within the Mukono District Local Government (MDLG).
[bookmark: _Toc145598146]1.3.2Specific objectives of the study
i. [bookmark: _Toc499888737]To establishthe common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government.
ii. To examine the effect of gender stereotypes on women’s participation inleadership positions in Mukono District Local Government.
[bookmark: _Toc145598147][bookmark: _Toc499888738]1.4 Research questions
1.4.1 What are the common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government?
1.4.2 What is the effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government?
[bookmark: _Toc145598148]1.5 Scope of the study
In this study, three dimensions i.e. content, geographic location and time were all included the scope of the study, and each was explored in more depth below.
[bookmark: _Toc145598149]1.5.1Content scope
[bookmark: _Toc427994601][bookmark: _Toc452108026]This study sought to determine how gender stereotypes affected the representation of women in leadership roles within the Mukono District Local Government. It was particularly concerned with identifying the prevalent gender stereotypes that have an impact on women's participation in leadership roles and investigating how they play out in the Mukono District Local Government.


[bookmark: _Toc145598150]1.5.2 Geographical scope
The study was restricted to the MDLG headquarters in Mukono District. The Mukono District Local Government is a government organization located in central Uganda, about 21 kilometers from Kampala. It is bordered by the Kayunga, Buikwe, Wakiso, and L. Victoria districts to the north, east, west, and south, respectively. The Ugandan government's decentralization strategy led to the creation of the Local government for Mukono District. Encouraging the delivery of services with coordination for socioeconomic transformation among all families in Mukono District is the overarching objective of Mukono District Local Government.As a result of the district headquarters' struggle with the underrepresentation of women in leadership roles, this specific sector is chosen for the study. According to the Mukono DLG Report from 2022, there are 39.5% women in leadership roles at the local government for the Mukono District, compared to 60.5% men.
[bookmark: _Toc145598151]1.5.3 Time scope
Since there were noticeably few women holding leadership roles at Mukono District Local Government headquarters during this time period, the study looked at literature from 2015 to 2023. The availability of sufficient information at this time was also viewed as advantageous for making an assessment of the relevant issue.
[bookmark: _Toc145598152]1.6 Justification of the study
Despite being a top priority and crucial element for attaining gender equality, the representation of women in leadership positions in Uganda is still insufficient (UWONET, 2022). A research study was carried out to better understand the elements affecting women's participation in leadership positions.The study also aimed to fill in any information gaps left by earlier researchers and add to our understanding of how gender stereotypes, cultural norms, and male dominance effect women's access to leadership roles.
[bookmark: _Toc145598153]1.7 Significance of the study
In order to highlight the factors influencing women's participation in leadership positions, the outcomes of this study aimed to provide pertinent information. The following groups of people and businesses stand to benefit greatly from the study:
Non-Government Organizations:Non-governmental organizations that advocate for the emancipation of women include the Federation of Women's Lawyers (FIDA), the Uganda Women Enterprise Association Limited (UWEAL), and the Uganda Women's Network (UWONET).These organizations stand to gain a lot from this study because it will add to the empowerment of women to participate in leadership in all spheres by identifying the gaps missed by earlier researchers.
The Ministry of Public Service: The Ministry of Public Service will benefit from the study in that they will be able to understand the discrepancies in the factors influencing women's participation in leadership posts in the public sector. This study's recommendations can be used as a springboard by the Ministry of Public Service to encourage the advancement of women in management and leadership.
Ministry of Gender Labour and Social Development: A government agency called the Ministry of Gender, Labor, and Social Development (MoGLSD) is in charge of giving communities more power in a variety of circumstances. The ministry promotes cultural development, skill development, and labor productivity while supporting gender equality, labor administration, social protection, and community transformation (MGLSD, 2019). By examining the reasons affecting women's participation in leadership spheres in Uganda, the study will assist in directing this ministry to play a greater role in promoting gender equality.
Women: The study will provide recommendations and conclusions regarding how women can be able to compete and participate in leadership roles, which will be of great use to academic women and career women who want to test their competency in leadership and management.
The Society: The study will help communities and society acknowledge women in positions of leadership across all domains. The study's findings may also be advantageous to female students since they will expose the level of gender disparity and suggest ways in which they might get around obstacles that prevent them from holding management and leadership roles.


[bookmark: _Toc145598154]1.8Conceptual Framework
A conceptual framework, as defined by Mugenda (2003), is a diagrammatic representation of the understanding of the link between study variables.
Figure 1: Study’s conceptual framework 
INDEPENDENT VARIABLE
(Gender stereotypes)
DEPENDENT VARIABLE
(Participation in Leadership Positions)
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· Societal expectations
· Implicit biases
· Perception of competence
· Perceived leadership qualities
· Self confidence 
· Participation
· Motivation
· Involvement in decision making




INTERVENING VARIABLES
· Government policies
· Having role models
· Women’s attitudes towards leadership




Source:Adapted fromand modified by the researcher (2023)
[bookmark: _Toc17137065][bookmark: _Toc145598155][bookmark: _Toc459194470][bookmark: _Toc133569652]1.8.1 Interpretation of the Conceptual Framework
The conceptual framework previously discussed draws linkages between gender stereotypes, the predominance of men in leadership posts, societal norms and attitudes, and the presence of women in these positions. The dependent variable, which is the presence of women in leadership positions, is influenced by gender stereotypes, personal traits, and social factors. Performance, self-confidence, and motivation were analyzed in relation to women's participation in leadership positions.Gender stereotypes, masculine domination, cultural norms, and beliefs have an impact on how well women perform in leadership roles and how motivated they are. Government policies, women's attitudes toward leadership, and having role models are the intervening variables. The intervening variables are elements that aid in assisting women in leadership roles in overcoming potential obstacles.
[bookmark: _Toc145598156]1.9 Definition of key terms
Leadership:Leadership is the social influence process through which one person can enlist the help and support of others to complete a job at hand. Leadership can also refer to the practice of guiding a group of people or an organization. This activity involves developing a clear vision, communicating it to others so that they will joyfully follow, and providing the followers with strategic direction (John C. Maxwell, 2018).
Gender stereotypes:These speak of widely held notions, presumptions, and expectations regarding the traits, functions, behaviors, and capacities connected to people depending on their gender.
Women: These are human beings who are female (Merriam Webster, 1828).
Participation:It refers to engaging in other political and administrative processes as well as using participatory methodologies in development projects (Clinton, 2019).
Women Participation: Women's involvement or engagement in an activity is referred to as women's participation (Clinton, 2019).






[bookmark: _Toc145598157]CHAPTER TWO
[bookmark: _Toc145598158][bookmark: _Toc459194471]LITERATURE REVIEW
[bookmark: _Toc133569653][bookmark: _Toc145598159]2.0 Introduction
The associated literature to my study is presented in this chapter. The study’s aims which include identifying prevalent gender preconceptions influencing women's participation in leadership roles and analyzing how these stereotypes affect women's participation in leadership roles are discussed in the specifically related literature.Literature sources included; textbooks, articles, journals, magazines and research reports aimed at providing insight in what has already been done within this area of study.
[bookmark: _Toc145598160]2.1 Theoretical Framework
The theoretical parameters of Feminist Theory were used to perform this investigation. By focusing on women and the challenges that they confront in modern society, this theory aims to offer a perspective on how people behave in social settings (Gundy, 2014). Feminism is a catch-all term for a variety of perspectives on injustices against women (Irefin, Ifah, & Bwala, 2012).Feminist theory looks at how women are perceived in various cultures as well as the external factors that affect their life. Feminists are those who constantly act to improve or transform this condition because they are conscious of how oppressed, exploited, and subordinated women are in society (Mottier, 2014).Feminists urge that these disparities should be investigated because they reject the idea that they are inherent and unavoidable (Jackson & Jones Jackie, 1998). Liberal feminists, socialists/Marxists, and radical feminists are among the various groups of feminists that all share the same concern for the suffering of women but have different theories about who is to blame for their oppression, exploitation, and subjugation (Jackson & Jones Jackie, 2018).
[bookmark: _Toc145598161]2.2 Concepts of the study variables
[bookmark: _Toc145598162]2.2.1 Gender stereotypes
Generalizations or widely held ideas about the typical characteristics, roles, and behaviors associated with people depending on their gender are known as gender stereotypes (Malmström et al., 2017). These stereotypes are often culturally and socially constructed and can influence people’s expectations and perceptions of others, as well as their own behavior. Gender stereotypes are deeply ingrained in societies around the world and have a significant impact on the lives of individuals. These stereotypes encompass a wide range of beliefs and expectations about how men and women should behave, what roles they should occupy, and what traits they should possess. Such stereotypes often reinforce traditional gender norms and perpetuate inequality and discrimination (Otterbacher et al., 2017).
From an early age, children are exposed to gender stereotypes through various socializing agents, such as family, peers, media, and education systems. Boys are often encouraged to be tough, assertive, and independent, while girls are expected to be nurturing, passive, and focused on their appearance. These stereotypes can limit children's potential, as they may feel pressured to conform to societal expectations rather than pursuing their own interests and passions (Matheis et al., 2020).In adulthood, gender stereotypes continue to shape individuals' lives in various ways. Women may face barriers and biases in the workplace, where they are often underrepresented in leadership positions and face unequal pay for equal work. Men, on the other hand, may experience pressure to suppress their emotions and conform to traditional notions of masculinity, which can have negative consequences for their mental health and interpersonal relationships (Cassese, 2019).
Gender stereotypes also influence interpersonal interactions and relationships. For instance, they can affect the division of household labor, with women often shouldering a disproportionate amount of caregiving and domestic responsibilities. Additionally, stereotypes can perpetuate harmful attitudes and behaviors, such as objectification of women or the notion that certain professions or activities are exclusively suited for one gender (Plaza et al., 2017).Challenging gender stereotypes is crucial for achieving gender equality and creating a more inclusive society. Recognizing that individuals are diverse and should not be confined to rigid gender roles allows for greater freedom of self-expression and fosters an environment where people can pursue their aspirations without discrimination or bias. It is essential to promote education and awareness about the negative impact of gender stereotypes, encourage critical thinking, and actively work towards dismantling these harmful beliefs to create a more equitable and just society for all genders (Hentschel et al., 2019).
[bookmark: _Toc145598163]2.2.2 Leadership
There are many different ideas and leadership styles because the term "leadership" itself is so broad. Leadership is the process of taking charge of a group or organization.It involves developing a clear vision, communicating that goal to others so they would gladly follow, and providing the followers with strategic direction (Hannagan, 2017). Leadership is an effective strategy for achieving objectives. The ability to motivate others to meet the objectives of an organization is a key component of effective leadership (Kendrick, 2018). People can be motivated by using leadership as a process or a tool. The motivator seeks to get those people operate in a way that will accomplish certain goals.
[bookmark: _Toc145598164]2.2.3 Women and Leadership
There are several definitions of female leadership, which is merely one type of leadership. Others may characterize it from a feminism perspective as an issue of equality and the right to the same opportunities. Some people define female leadership as the reality that women can be and are leaders. Some claim that it alludes to specific feminine traits that are desirable in today's workplaces (Palmu-Joronen, 2020).The proportion of women in leadership positions has progressively increased globally. The proportion of women in leadership increased by a maximum of 5% between 2010 and 2016. The percentage decreased from 24% to 20% and then to 21% in 2014 between 2011 and 2018. The percentage of women in leadership positions increased to 24 percent globally in 2019.
[bookmark: _Toc145598165]2.3 Leadership Styles
Kurt Lewin, a psychologist, created three leadership philosophies that are regarded as among the     “classic” methods employed by leaders. They are as follows:
Laissez-Faire Leadership: This style of leadership involves little direct instruction or staff oversight from the boss. Managers that practice laissez-faire provide their personnel the resources they need to address problems on their own. They don't try to steer the group in a specific direction; instead, they give them the freedom to choose their own goals and selection criteria (Lewin, 2017).
Autocratic Leadership: Individual control over all choices and minimal group participation are traits of autocratic leadership, also known as authoritarian leadership (Khan et al., 2015). Sometimes, autocratic leaders make decisions without seeking input from their followers and instead rely on their own assessments and analysis. Autocratic leadership is characterized by complete authoritarian control over a group (Kendrick, 2018). In the current atmosphere, this type of leadership has almost become extinct. The majority of employees do better at their jobs when their boss is not constantly around. However, some contend that autocratic methods, if properly balanced with feedback and other considerations remain as effective now as they did in feudal Europe (Akparep et al., 2019).
Participative Leadership:This kind of leadership is also known as democratic leadership. Participative leadership is defined as a leader actively including team members in defining goals, creating strategies, and making decisions in general (Lewin, 2017). Therapists, social workers, and volunteers typically use this leadership approach. The most well-known participative leaders in business include Bill Gates, Donald Trump, Bob Diamond, James Parker, Jim Lentz, and John Stahl. These three leadership philosophies are the ones that the majority of today's business executives use as a guide (Ejimabo, 2015).
[bookmark: _Toc145598166]2.4 Empirical Review
[bookmark: _Toc145598167]2.4.1 Common gender stereotypes affecting women’s participation in leadership positions
Common gender stereotypes have a significant impact on women's participation in leadership positions (Kendrick, 2018). These stereotypes reflect society's deeply ingrained beliefs and expectations about the roles and qualities associated with men and women. They create barriers that hinder women's progress and limit their access to leadership opportunities (Merchant, 2012). Therefore, some of the common gender stereotypes affecting women’s participation in leadership positions include the following:
Women are too emotional for leadership: This stereotype suggests that women are more emotional and less rational than men, which is perceived as a disadvantage in leadership roles. It assumes that emotions undermine decision-making and leadership effectiveness (Hoyt & Murphy, 2016; Post & Sen, 2020). As a result, women may face bias and skepticism when aspiring to leadership positions, with their emotional expression or perceived emotional vulnerability being used to question their suitability for leadership roles (Brescoll, 2016).
Women are nurturing, not assertive: This stereotype asserts that women are naturally caring, nurturing, and communal, whereas assertiveness and decisiveness are considered more masculine traits (Quansah, 2016). Consequently, women who demonstrate assertive leadership behaviors may be seen as deviating from the communal stereotype and face backlash or resistance (Scicluna Lehrke & Sowden, 2017). This stereotype limits the opportunities for women to showcase their leadership potential, as they may feel pressured to conform to societal expectations and adopt a more passive leadership style (Saint-Michel, 2018).
Women lack confidence and self-assurance: This stereotype suggests that women lack the confidence and self-assurance necessary for leadership positions (Adekoya, 2020). Women may be perceived as less competent or self-assured based on gender stereotypes, which undermines their chances of being considered for leadership roles. It can lead to the underestimation of women's abilities and limit their access to developmental opportunities and career advancement (O’Neil et al., 2015).
Women are better suited for supportive roles: This stereotype assumes that women are naturally inclined toward supportive or administrative roles rather than positions of authority or decision-making (Melki & Mallat, 2016). It reinforces the notion that women should focus on caretaking responsibilities and limits their consideration for leadership positions. Consequently, women may face bias and limited opportunities to showcase their leadership skills and contribute to strategic decision-making (Wright & Annes, 2016).
Women prioritize family over career: This stereotype assumes that women’s primary focus and commitment lie in their roles as caregivers and that they are less dedicated to their careers compared to men (Uddin, 2021). This stereotype can result in biased assumptions about women's long-term commitment to leadership roles, leading to limited support, promotion, and advancement opportunities for women who balance both family and career aspirations (Otterbacher et al., 2017).
These gender stereotypes create significant challenges for women in pursuing leadership positions (Tatli et al., 2017). They perpetuate biases, hinder career progression, limit access to networks, and reinforce gender-based expectations that restrict women’s choices and opportunities. Overcoming these stereotypes requires challenging societal norms, promoting gender equality in leadership, and creating inclusive environments that value diverse leadership styles and qualities, regardless of gender (Tanwir & Khemka, 2018). Organizations and society at large need to actively work toward dismantling these stereotypes to ensure equal representation and opportunities for women in leadership positions (Han et al., 2018).
[bookmark: _Toc145598168]2.4.2 The effect of gender stereotypes on women’s participation in leadership positions
Numerous studies have investigated the effect of gender stereotypes on women’s participation in leadership positions. Eagly and Karau (2002) proposed the Role Congruity Theory, which suggests that because leadership roles are traditionally associated with masculine qualities, there is a perceived incongruity between the qualities typically ascribed to women and those expected of leaders. This incongruity leads to prejudice and bias against women in leadership positions. An extensive research analysis by Heilman and Eagly (2008) demonstrates the impact of gender stereotypes on workplace discrimination, particularly the underrepresentation of women in leadership roles. Their findings show that gender stereotypes link men to agentic traits like competence and aggressiveness, whereas women are linked to community traits like warmth and nurturing.
Research by Rudman and Glick (2001) explores the concept of backlash, whereby women who display assertive or agentic behaviors that defy gender stereotypes may face social penalties. This backlash can manifest as punishment, derogatory labeling, or professional repercussions. Diekman and Eagly (2008) investigate how gender stereotypes influence leadership aspirations and behaviors, finding that different leadership styles are perceived based on gender. Brescoll and Uhlmann (2008) investigate how women's perceived competence and likeability at work are affected by their emotional expression. They show that as compared to men who express identical emotions, people may perceive angry women as less competent and likeable.
Hoyt and Murphy (2016) talk about the issue of stereotype threat, which happens when people are aware of unfavorable stereotypes connected to their social group. The threat of stereotypes can erode women's performance and confidence in the context of women in leadership. In her study of psychological hurdles to women's advancement in management, Schein (2001) emphasizes the impact of gender stereotypes, biases, and organizational cultures on women's participation in leadership roles.
We all harbor unconscious prejudices that contribute to gender stereotyping. When we create assumptions about other people based on their real or imagined histories, it is called unconscious bias.  Everyone possesses unintentional prejudices (Naidoo & Kongolo, 2014). A person may be impacted by a stereotype even if they are not consciously aware of it (Murphy, 2016). The biggest obstacle to achieving gender equality in this world is gender stereotyping. According to Naidoo & Kongolo (2014), gender stereotyping has led to a large number of women working in lower level jobs in social sectors like education and health while there are few women in high leadership roles.
People believe that effective leaders frequently exhibit traits that are associated with men rather than women, and men are more likely than women to believe that successful leaders will exhibit masculine traits(Naidoo & Kongolo, 2014). Gender stereotypes still put women at a disadvantage in the leadership, political, and corporate spheres, as several research paradigms have demonstrated. Similar results were obtained from research on the agency-communion paradigm, which showed that good leader stereotypes were thought to have more agentic (masculine) than communal (feminine) traits (Powell & Butterfield, 2022).
Furthermore, people will be more uncomfortable with a stereotype of a woman in a leadership role if it is more masculine, and they will try to "mediate their discomfort." A woman is perceived more unfavorably the more dictatorial and directive mannerisms she exhibits (Powell & Butterfield, 2022).  Women's behaviors are perceived differently than they would be if a guy were in the same circumstance due to gender stereotypes. Due to the actor's gender, the same actions that would have been considered acceptable for a male are now prohibited. Men now have a lot more leadership freedom thanks to this (Eagly, Makhijani, & Klonsky, 2022).
Stereotypes have an impact on both self- and other-related perceptions. One the one hand, (women) leaders may stereotype both other women and men as possessing the aforementioned gender-stereotyping traits. One theory is that women in positions of authority may stereotype both men and women as possessing the aforementioned gender stereotypical traits. On the other hand, female leaders themselves could experience gender stereotypes from people in their field of leadership.
The broad consensus is that motivation is an innate state that starts and sustains goal-directed activity (Saracho, 2021).Motivation is the urge to carry out an objective. Everything that propels and maintains human conduct is motivated (Gard, 2021). Women's sense of belonging in leadership, as well as their excitement and motivation to excel in the leadership profession, are threatened by stereotypes. Gender stereotyping lowers motivation and effort and has a detrimental impact on one's opinion of oneself.
It has been demonstrated that stereotypical threat has considerable negative effects, or what we refer to as vulnerability reactions, ranging from performance declines to disengagement and misidentification from the domain (Eagly, Makhijani, & Klonsky, 2022). Expectations of inferiority based on gender stereotypes about women in leadership result in underperformance on crucial activities (such as negotiating and decision-making) across many domains pertinent to leadership in modern society. Overall, our results show that when unfavorable leadership stereotypes are triggered, women not only feel nervous and discouraged but also that their performance suffers. This could be a threat to women who want to hold leadership positions because it devalues feminine traits and makes female leaders appear less capable (Eagly, Makhijani, & Klonsky, 2022).
Generally speaking, the danger of stereotypes has detrimental consequences on women's performance and motivation. Negative implications caused by gender preconceptions prevent women from fully participating in leadership roles. Therefore, in order to decrease these discrepancies, it is crucial to look at stereotypes(Powell & Butterfield, 2022).

[bookmark: _Toc145598169]CHAPTER THREE
[bookmark: _Toc145598170]METHODOLOGY
[bookmark: _Toc145598171]3.0 Introduction
This chapter describes the methodology employed in this study. It discusses the research design, the subject of the study, the information sources, population and sampling procedures, measurement levels, the data collection procedure, the data collection tools, the data processing and analysis, the ethical issues, and methodological limitations.
[bookmark: _Toc145598172]3.1 Research Design
Research design, as defined by Robson (2012), is the planning of the research strategy. Data from respondents were gathered at a single moment in time from the representative population as part of this study's cross-sectional research approach. The design was chosen because it required less time to execute (Barley, 2017). It was also employed because it made it easier for the researcher to record information based on information received at a certain period. The information acquired came from a group of volunteers known as variables, each of whom had unique traits and demographics.Furthermore, by using a cross-sectional research methodology, the research results contributed to the removal of assumptions and their replacement with real data on the particular variables examined within the time period taken into account (Patrik & Ugo, 2019).
During the study, mixed-method research, which combines quantitative and qualitative research methodologies, was also utilised. In order to conduct the quantitative investigation, questionnaires containing the selected employees working in the departments under theCommunity Based Services Directorate in Mukono District Local Government. Qualitative study was conducted using interviews with the selected heads of departments from the Community Based Services Directorate in Mukono District Local Government (MDLG) who participated in the study as key informants in order to get an in-depth analysis about the topic and these were also considered as important informants because they were knowledgeable about the subject being studied. In order to investigate gender stereotypes and the representation of women in leadership roles within Mukono District Local Government, a quantitative technique was adopted.
[bookmark: _Toc145598173]3.2 Area of study
The Mukono District Local Government (MDLG) administration was the sole subject of the investigation. A government organization called the Mukono District Local Government is only about 21 kilometers (km) east of Kampala's metropolis. The districts of Kayunga to the north, Buikwe to the east, Wakiso to the west, and L-Victoria to the south border it. The decentralization strategy of Uganda led to the establishment of the Mukono District Local Government. The Mukono District Local Government's overarching objective is to support the provision of well-coordinated service delivery for socioeconomic transformation among all Mukono District households. The district headquarters is struggling with the low representation of women in leadership roles, hence this particular location was chosen for the study. At Mukono District Local Government, women hold 39.5% of the leadership positions, compared to men who hold 60.5% (Mukono DLG Report, 2022).
[bookmark: _Toc145598174]3.3 Population and Sampling Techniques
[bookmark: _Toc145598175]3.3.1 Population
Employees from the Community Development Department, the Gender Department, the Probation and Social Welfare Department, the Youth Department, the Culture Department, and the Labor Department were included in the population of the study. These individuals were taken into consideration and used in order to obtain accurate and reliable information, allowing the researcher to obtain the data required for the study.According to MDLG Human Resource Office Records (2023), there is a total of 100 women employed in the different departments in the local government and these were included in the study as the target population. However, the study also included the heads of departments who participated in the study as the key informants totaling to 6 key informants.
[bookmark: _Toc145598176]3.3.2 Sample Size Determinant
A sample of eighty (80) respondents were obtained from the one hundred (100) population size of female employees working in the different departments under the Community Based Services Directorate in Mukono District Local Government by use of Krejcie and Morgan (1970) table (Refer to Tables 1and 2 below). All were contacted to obtain necessary information. These participants assisted the researcher in gathering a diversity of viewpoints, which improved the study's reliability and breadth of coverage for the benefit of society.
[bookmark: _Toc106704292][bookmark: _Toc144481587]Table 1: Table for determining sample size of a known population
[image: Description: krejcie-morgan-sample-size-table]
Source:Krejcie & Morgan (1970)
[bookmark: _Toc144481588]Table 2: Target Population, Size and Selection
	Category of Respondents (Women)
	Population  Size
	Sample size
	Sampling Techniques  

	Community Development Department
	18
	14
	Simple random sampling  

	Gender Department
	21
	17
	Simple random sampling  

	Probation & Social Welfare Department
	15
	12
	Simple random sampling 

	Youth Department
	17
	14
	Simple random sampling  

	Culture Department
	13
	10
	Simple random sampling

	Labour Department
	16
	13
	Simple random sampling

	Total  
	100
	80
	


Source:Mukono District Local Government (2023)
[bookmark: _Toc145598177]3.3.3 Sampling Techniques
To choose the study participants, the study used both a simple random sample method and a purposive sampling methodology. Each member of a statistical population participating in a simple random sampling has an equal chance of getting chosen (Mubaazi, 2008).The female employees working in the departments under the Community Based Services Directorate in Mukono District Local Government were selected by simple random sampling. Purposive sampling was used to select the heads of these departments in the departments under the Community Based Services Directorate in Mukono District Local Government and the district women counselors totaling to 6 key informants. These officials were chosen, used, and interviewed at their places of employment in order to gather trustworthy and accurate information. A non-probability sample that is chosen based on demographic characteristics and the purpose of the study is known as "purposeful sampling" (Mubaazi, 2008). These sample methods were employed because they were rapid, which aided the researcher in gathering first-hand data.
[bookmark: _Toc145598178]3.4 Data Collection Instruments
The study was guided by the following research instruments:- 
[bookmark: _Toc145598179]3.4.1 Questionnaire
Due to the open-ended character of some of the items, a questionnaire allows the respondent the freedom to provide information in detail (Creswell, 2014). Since the community was both huge and semi-literate, the researcher employed questionnaires. The researcher created both closed-ended and open-ended questions using the Likert scale formant because they are quick and simple to complete and help respondents stay more focused on the topic.The questionnaire was broken down into sections that asked about the independent variable, the dependent variable, and personal information. Because questionnaires are the primary technique of data collection, using them allowed the researcher to cover a vast population in a short amount of time. The greatest tools for quantitative research were the questionnaires since they allow for anonymity, which suggests that the results are more honest. To help the respondents understand how to approach and reply to the questions, detailed instructions was provided.The questionnaire was therefore used to collect data from the selected female employees working in the departments under the Community Based Services Directorate in Mukono District Local Government
[bookmark: _Toc145598180]3.4.2 Interview Guide
A structured or unstructured (open ended) interview is a way of gathering data in which the chosen participants were questioned to learn more about the topic(s) of interest (Creswell, 2014). The respondents provided verbal responses orally as part of this form of data gathering. Because several significant informants were not at work and could only be contacted by phone, it was done through personal interviews and telephone interviews.Interviews generated first hand and reliable data. This involved interviews with the respondents on the three major objectives as stated above. Additionally, face-to-face interactions with respondents were required in order to get information from the chosen respondents. As opposed to using a questionnaire, the respondents were answering directly for the researcher, which allowed the researcher obtain first-hand data.The interviews were conducted with the heads of the selected departments under the Community Based Services Directorate in Mukono District Local Government and the district women counselors.
[bookmark: _Toc145598181]3.5 Procedure for Data Collection
The researcher first received permission to conduct this study from the School of Social Sciences at Uganda Christian University in the form of an introductory letter. The researcher needed this letter of authorization in order to conduct the study. The researcher used that letter to obtain permission from Mukono District Local Government management to conduct the study. The survey remained anonymous (no provision for participant identification on the survey questionnaire to exist) and participants were sufficiently informed about the data gathering procedures.
[bookmark: _Toc145598182]3.6 Sources of Information
Information sources are defined as any body of previously published or unpublished knowledge that has been acknowledged by the academic community or another reputable institution (Mubaazi, 2008). Both primary and secondary information sources were used by the researcher. Primary data sources were ones that were fresh and were gathered for the first time; as a result, they were original and were gathered fromthe selected employees, heads of the selected departments under the Community Based Services Directorate in Mukono District Local Government and the district women counselors through interviews and questionnaires. In contrast, secondary data is information that has already been gathered and examined by another party. It includes the sources that the researcher used the most, including books, journals, periodicals, research reports, newspapers, and the internet (Kothari, 2013).
[bookmark: _Toc145598183]3.7 Quality/Error Control
The study was guided by the validity and reliability of instruments:-
[bookmark: _Toc145598184]3.7.1 Validity of Research Instruments
Sekaran (2003) asserts that an instrument's validity refers to its ability to produce the right response. It refers to how well the world's reality and phenomena' explanations align. Pre-testing the tools allowed for the determination of the validity of the questionnaires. Pretesting was performed once using respondents from the study population who were not in the sample. Each question on a questionnaire was examined carefully, and any that were found unnecessary were removed from the actual data gathering tool. The researcher's field's findings and viewpoint assisted in identifying gaps and modifying the equipment.The researcher made sure that the questions or other elements in the aforementioned instrument complied with the goals of the study in order to verify its validity. Pre-testing aided in estimating the amount of time it would take to complete the questionnaires as well as the questions' applicability and precision in evaluating the topic of the study.
CVI      =   No. Item
                  Total No. Item 
          Where by’                CVI= Content Validity Index
The number of pertinent items for the study was initially counted, and that amount was divided by the total number of items in the instruments.

[bookmark: _Toc145598185]3.7.2 Reliability of Research Instruments
According to Park (2008), reliability is the degree to which results are consistent over time. Accurate representation of the entire population under study is also referred to as reliability, and the research instrument was considered reliable if the study's findings could be replicated using a similar methodology. The researcher utilized the alternate-form reliability test by distributing two similar instruments to evaluate the devices' dependability.Three influential respondents from each category who were not included in the sample population were used for the test in order to modify the questions based on the feedback. The dependability of the instruments was evaluated before actual data collection on two respondents from at least each type of respondents, and these respondents were not the interviewers. The reliability of the instrument was evaluated using the Cronbach's Alpha Method, which is provided by the Statistical Package for the Social Scientists, after the instrument had undergone pilot testing.
[bookmark: _Toc145598186]3.8 Strategy for Data Processing and Analysis
To guarantee a simple and understandable presentation of the research findings, the research design data was gathered, processed, and analyzed both qualitatively and statistically. This included editing, coding, and data tabulation.
[bookmark: _Toc145598187]3.8.1 Quantitative Data
The Mukono District Local Government's female employees who responded to the questionnaires provided quantitative data. In this method, data was processed using statistical software programs like SPSS and MS-Excel to provide frequencies, and the rate percentages were then computed using the same program. It was easier to understand the examined data by using the mean and standard deviation. In order to show and explain the study's findings easily, this was helpful in creating tables.
[bookmark: _Toc145598188]3.8.2 Qualitative Data
Content analysis was required for this. The result was the editing and rearranging of qualitative data into coherent words. In other words, themes, categories, and patterns were discovered through the analysis of qualitative data using a thematic method. The results included a presentation of the recurring themes that each interview's guiding question revealed, together with examples drawn from direct participant quotes.
[bookmark: _Toc145598189]3.9 Ethical Consideration
The School of Social Sciences at Uganda Christian University was contacted for approval to perform the study ethically. The researcher used the letter to obtain permission from Mukono District to conduct the study. The researcher took the initiative to explain the study's goals to the respondents, introduce himself, explain why a certain group of respondents was chosen, describe the advantages, drawbacks, and harms of the study, and invite them to ask questions about it as well. The researcher avoided asking sensitive questions, such as the respondent's name, and made sure the queries never infringed on informants' rights.
All study participants filled out an informed consent form that detailed the study's objectives in terms of informed consent. Confidentiality and anonymity were stressed at every stage because participants were required to provide written agreement before participating. The participants were also made aware that their involvement in the study was entirely voluntary (no financial compensation was offered to them) and that they had the opportunity to accept, decline, or leave the study at any time.
Each participant's record was assigned a special ID number for secrecy reasons in order to protect the participants' privacy. Only subjects who took part in the study were included in the data that identified specific individuals. When there was no option for identifying the participant on the survey questionnaire, the survey remained anonymous and participants were properly informed about the data collection techniques. By preventing the reader of the report from being able to identify a specific respondent, confidentiality was protected. A, B, C, D, & E were utilized as area codes, and respondent 1, 2, and 3 were used to refer to defiling behaviors observed in the community.As a result, no individual was recognized by any study report, and participant names and other identifying information from individuals were solely collected for quality assurance purposes.

[bookmark: _Toc145598190]3.10 Study Methodological Constraints
Unanswered questions and thus constricted response reduced the scope of the questionnaire guide. Limited response limited the interview guide's flexibility. The interview questions were constrictive because they need adequate time to be answered.
Lack of research materials limited the study because there was not enough information available to the researcher.  But the researcher was able to resolve this by using the internet to find more literature-related information about the study.
The researcher encountered respondents who were unwilling to cooperate and provide information. This was resolved by the researcher by exhibiting and providing a copy of an introductory letter to them and assuring them that the information provided was private.
Time: Because the researcher had to juggle other academic obligations, a part-time job schedule, and exams, the study's time limit did not enable greater coverage. The researcher addressed this by devoting extra time to the study and making an effort to balance all of the work according to the schedule.
Finance: Because the researcher had other academic expenses to pay, there was not enough funding for the research project to cover a larger area. This issue was resolved by obtaining a soft loan from friends and family.







[bookmark: _Toc114824670][bookmark: _Toc145598191][bookmark: _Toc24181612][bookmark: _Toc406161640][bookmark: _Toc406155425][bookmark: _Toc489023927][bookmark: _Toc56766261][bookmark: _Toc68792645][bookmark: _Toc11086731]CHAPTER FOUR
[bookmark: _Toc114824671][bookmark: _Toc145598192][bookmark: _Toc406161641][bookmark: _Toc406155426][bookmark: _Toc489023928][bookmark: _Toc11086732][bookmark: _Toc24181613]PRESENTATION, INTERPRETATIONAND DISCUSSION OF RESULTS
[bookmark: _Toc114824672][bookmark: _Toc145598193][bookmark: _Toc456799417][bookmark: _Toc489023929][bookmark: _Toc11086734]4.0 Introduction
[bookmark: _Toc24181614]The analysis that was done to look at the specific study objectives and in relation to the evaluated literature is presented and discussed in this chapter.The study was cried out using questionnaires with 80female employees working in the departments under the Community Based Services Directorate in Mukono District Local Government and 6 key informants who areheads of these selected departments. The findings are presented with the help of tables for purposes of clarity and interpretation.
[bookmark: _Toc114824673][bookmark: _Toc145598194][bookmark: _Toc11086802][bookmark: _Toc24125360][bookmark: _Toc376715362]4.1 Findings on demographic characteristics of respondents
This section presents the general background information about the respondents in relation to their age, education level, category of business and period spent operating the business as shown in the table below;
[bookmark: _Toc114824675][bookmark: _Toc145598195]4.1.1 Age of the respondents
The table below summarizes the age of the respondents that are female employees and the data in the table is interpreted below.
[bookmark: _Toc115944001][bookmark: _Toc144481589]Table 3: Age
	 Age
	Frequency
	Percent
	Cumulative Percent

	
	21-30 years
	24
	30.0
	30.0

	
	31-40 years
	33
	41.3
	71.3

	
	41-50 years
	15
	18.7
	90.0

	
	Above 50 years
	8
	10.0
	100.0

	
	Total
	80
	100.0
	


Source: Primary data
[bookmark: _Toc114824676]Findings in the table 3 above show that the vast majority of the respondents fell between the age group of 31-40 years represented by 41.3%, followed by the respondents who fell between the age group of 21-30 years represented by 30%, followed by those between 41-50 years represented by 18.7% and lastly, 10% of the respondents were above 50 years. This therefore implies that there was no age discrimination since information was gotten from women with different age groups.
[bookmark: _Toc145598196]4.1.2 Education level of the respondents
The table below summarizes the education level of the respondents that are female employees and the data in the table is interpreted below.
[bookmark: _Toc115944002][bookmark: _Toc144481590]Table 4: Level of education
	 Level of education
	Frequency
	Percent
	Cumulative Percent

	
	Diploma
	15
	18.8
	18.8

	
	Bachelor’s degree
	35
	43.7
	62.5

	
	Master’s degree
	12
	15.0
	77.5

	
	Others
	18
	22.5
	100.0

	
	Total
	80
	100.0
	


Source:Primary data
Findings in the table 4 above revealed that majority of respondents represented by 43.7% hold bachelor’s degrees, followed by 22.5% who hold other qualifications like; ACCA, CPA, CIPS and Postgraduate Diplomas, followed by 18.8% who hold diplomas, whereas 15.0% hold master’s degrees. It can therefore be noted that most of the respondents were able to read and understand the questionnaire with ease since they have all attained higher academic qualifications. This also helped the researcher in get valid and reliable information about the topic under study.


[bookmark: _Toc114824677][bookmark: _Toc145598197]4.1.3 Departments respondents belong to
The table below summarizes the departments the respondents that are female employees belong to and the data in the table is interpreted below.
[bookmark: _Toc115944003][bookmark: _Toc144481591]Table 5: Departments
	 Departments
	Frequency
	Percent
	Cumulative Percent

	
	Community development
	14
	17.5
	17.5

	
	Gender
	17
	21.2
	38.7

	
	Probation & social welfare
	12
	15.0
	53.7

	
	Youth
	14
	17.5
	71.2

	
	Culture
	10
	12.5
	83.7

	
	Labour
	13
	16.3
	100.0

	
	Total
	80
	100.0
	


Source:Primary data
[bookmark: _Toc114824678]Findings in the table 5 above revealed that majority of respondents represented by 21.2% are from the gender department, followed by 17.5% who are from the community development department. Followed by those who are from the youth departments also represented by 17.5%, followed by 16.3% who are from the labour department, followed by 15.0% who are from the probation and social welfare department, whereas 12.5% are from the culture department. This therefore implies that the researcher was to get different views from the respondents on the topic under study since women from different departments gave their own views which further helped in obtaining valid and reliable information.


[bookmark: _Toc145598198]4.1.4 Period spent working with Mukono District Local Government
The table below summarizes the period the respondents that are female employees have spent working with Mukono District Local Government and the data in the table is interpreted below as follows.
[bookmark: _Toc115944004][bookmark: _Toc144481592]Table 6: Period spent working with Mukono District Local Government
	 Period spent
	Frequency
	Percent
	Cumulative Percent

	
	1-5 years
	5
	6.2
	6.2

	
	1-5 years
	26
	32.5
	38.7

	
	6-10 years
	34
	42.5
	81.2

	
	Above 10 years
	15
	18.8
	100.0

	
	Total
	80
	100.0
	


Source:Primary data
[bookmark: _Toc104451353]Findings from the table 6 above show that majority of respondents, 42.5% have spent 6-10 years working with Mukono District Local Government, followed 32.5% who have been working with Mukono District Local Government for a period of 1-5 years, followed by 18.8% of the respondents who have been working with Mukono District Local Government for a period of more than 10 years, where those who have spent less than 1 year working with Mukono District Local Government constituted the minority represented by 6.2%. The findings imply that the respondents have the necessary information about the topic under study since majority of them have spent reasonable time working with Mukono District Local Government.






[bookmark: _Toc145598199]4.2The common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government
[bookmark: _Toc57527259][bookmark: _Toc68792422][bookmark: _Toc104451684]Using a Likert scale with the options SA (Strongly Agree), A (Agree), NS (Not Sure), D (Disagree), and SD (Strongly Disagree), Table 7 highlights respondents' responses to the typical gender stereotypes impacting women's participation in leadership roles in Mukono District Local Government.
[bookmark: _Toc144481593]Table 7:The common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government
	Statements
	Extent of agreement and disagreement

	
	SA
	A
	NS
	D
	SD

	
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)

	Gender stereotypes portraying women as emotional and irrational hinder women’s participation in leadership positions
	42
52.5%
	24
30.0%
	00
	10
12.5%
	4
5.0%

	Traditional gender roles that assign women as caregivers and homemakers limit their opportunities for leadership roles
	23
28.8%
	35
43.7%
	6
7.5%
	11
13.7%
	5
6.3%

	Preconceived notions that women are less assertive and confident than men discourage their involvement in leadership positions
	19
23.7%
	38
47.5%
	7
8.8%
	15
18.7%
	1
1.3%

	Assumptions that women lack the necessary skills and qualifications for leadership roles act as barriers to their participation
	21
26.3%
	34
42.5%
	5
6.3%
	20
25.0%
	00

	Stereotypes suggesting that women are less competent in decision-making and problem-solving skills impede their advancement in leadership positions
	23
28.8%
	35
43.7%
	10
12.5%
	12
15.0%
	00

	Gender stereotypes that undermine women's ability to manage and lead effectively contribute to their underrepresentation in leadership roles
	24
30.0%
	40
50.0%
	00
	16
20.0%
	00


Source: Primary data
Table 7 represents the descriptive statistics onthe common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government. According to the study in table 7 above, 82.5% of the respondents agreed thatgender stereotypes portraying women as emotional and irrational hinder women’s participation in leadership positions, whereas 17.5% of the respondents disagreed with the statement put across. The study illustrated that 72.5% of the respondents agreed thattraditional gender roles that assign women as caregivers and homemakers limit their opportunities for leadership roles, 20% of the respondents disagreed and strongly disagree respectively,whereas 7.5% were not sure of the statement put across.
The study established that 71.2% of the respondents agreed thatpreconceived notions that women are less assertive and confident than men discourage their involvement in leadership positions, 20% of the respondents disagreed, whereas8.8% were not sure of the statement put across.The study further noted that 68.8% of the respondents agreed thatassumptions that women lack the necessary skills and qualifications for leadership roles act as barriers to their participation, 25% of the respondents disagreed and strongly disagreed, whereas 6.2% were not sure of the statement put across.
Furthermore, the study found out that 72.5% agreed thatstereotypes suggesting that women are less competent in decision-making and problem-solving skills impede their advancement in leadership positions, 15% disagreed, whereas,12.5% were not sure of the statement. Finally, the findings established that 80% of the respondents agreed thatgender stereotypes that undermine women’s ability to manage and lead effectively contribute to their underrepresentation in leadership roles, whereas 20% of the respondents were not sure of the statement put forward.
[bookmark: _Toc56766262][bookmark: _Toc68792646][bookmark: _Toc104451354]Therefore the findings of the study illustrated that the major common gender stereotypes affecting women’s participation in leadership positions in MDLG are traditional gender roles that assign women as caregivers and homemakers and assumptions that women lack the necessary skills and qualifications for leadership roles which were represented by 82.5% and 80% of the respondents who agreed respectively.
[bookmark: _Toc145598200]4.2.1 Interview responses on common gender stereotypes affecting women’s participation in leadership positions
The responses from the women above relate with the responses from the interviews conducted with the heads of department in MDLG who were also asked about their views on the common gender stereotypes affecting women’s participation in leadership positions in MDLG and their responses are discussed below as follows;
The key informants noted that one common stereotype is the expectation that women should be warm, nurturing, and accommodating. They argued that when women in organizations like MDLG exhibit assertiveness or decisiveness typically associated with leadership, they often face backlash for being seen as overly aggressive or less likable. This can hinder their advancement as leaders, as they may feel pressured to prioritize being well-liked over asserting their authority effectively.
The key informants also revealed that women often find themselves caught in a double bind, where they are criticized regardless of their actions. If they exhibit traits traditionally linked with leadership, like assertiveness, they are labeled as bossy or unfeminine. On the other hand, if they display qualities associated with traditional femininity, such as empathy, they might be considered lacking in the tough qualities needed for leadership. This makes it challenging for women to navigate these conflicting expectations.
Furthermore, the key informants pointed out that a prevalent stereotype assumes that women should prioritize their caregiving roles over professional responsibilities. This perception can lead to assumptions that women in leadership positions may not be as committed to their roles or may face challenges in balancing their personal and professional lives. These assumptions can limit women's opportunities for advancement and lead to unequal expectations for men and women in leadership. The respondents’ verbatim reported that,
“…The maternal stereotype assumes women prioritize caregiving, hindering their chances of being seen as committed leaders. This perception can result in overlooking women's professional dedication and qualifications, perpetuating the notion that their roles as caregivers overshadow their potential as effective leaders…” Department 1
More so, the key informants illustrated that unconscious biases are deeply ingrained and often influence decision-making processes. These biases can lead to favoring male candidates for leadership roles due to preconceived notions about their competence and suitability. Even in MDLG, where women's participation is already limited, unconscious bias can further undermine their chances of occupying leadership positions.
In addition, the key informants established that women are often subjected to higher standards and expectations when compared to their male counterparts. This bias demands that women continually prove their competence and qualifications, while men are often given the benefit of the doubt. This can discourage women from pursuing leadership roles, as the pressure to constantly validate their abilities becomes a barrier.
Finally, the key informants revealed that in organizations and institutions like MDLG, women may be viewed as tokens, placed in leadership positions to showcase diversity rather than based on their qualifications. This can undermine women’s credibility, making it difficult for them to gain respect and influence within the group. Tokenism perpetuates the notion that women are only in leadership positions due to quotas or appearances rather than merit. The respondents’ verbatim reported that,
“…Women leaders often face a 'likability penalty,' needing to balance assertiveness with likability to avoid backlash. This pressure to strike a delicate balance can hinder their ability to lead authentically and make tough decisions without fear of being perceived as too aggressive…” Department 2
[bookmark: _Toc56766263][bookmark: _Toc68792647][bookmark: _Toc104451355][bookmark: _Toc514163170]


[bookmark: _Toc145598201]4.3The effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government
[bookmark: _Toc57527261][bookmark: _Toc68792424][bookmark: _Toc104451686]Using a Likert scale with the options SA (Strongly Agree), A (Agree), NS (Not Sure), D (Disagree), and SD (Strongly Disagree), Table 8 highlights respondents' comments on the impact of gender stereotypes on women's participation in leadership roles in Mukono District Local Government.
[bookmark: _Toc144481594]Table 8:The effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government
	Statements
	Extent of agreement and disagreement

	
	SA
	A
	NS
	D
	SD

	
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)
	Freq.
(%)

	The influence of gender stereotypes leads to limited support and mentorship opportunities for women aspiring to leadership roles
	23
28.8%
	51
63.8%
	4
5.0%
	1
1.3%
	1
1.3%

	Gender stereotypes create biases and prejudices among colleagues and constituents, affecting women’s chances of being elected or appointed to leadership positions
	19
23.8%
	53
66.3%
	7
8.8%
	00
	1
1.3%

	Women in leadership positions face unfair scrutiny and higher expectations due to gender stereotypes
	21
26.3%
	54
67.5%
	4
5.0%
	1
1.3%
	00

	The prevalence of gender stereotypes perpetuates a hostile work environment for women in leadership roles
	23
28.8%
	51
63.8%
	4
5.0%
	2
2.6%
	00

	Gender stereotypes contribute to a lack of recognition and appreciation for the contributions of women leaders
	20
25.0%
	58
72.5%
	2
2.5%
	00
	00

	Gender stereotypes deter women from pursuing leadership positions leading to a significant underrepresentation of women in key decision-making roles
	19
23.8%
	57
71.3%
	4
5.0%
	00
	00


Source: Primary data
Table 8 represents the descriptive statistics onthe effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government. According to the study in table 8 above, 92.6% of the respondents agreed that the influence of gender stereotypes leads to limited support and mentorship opportunities for women aspiring to leadership roles, 5% were not sure, whereas 2.6% of the respondents disagreed and strongly disagree respectively with the statement put across.The study established that 90.1% of the respondents agreed thatgender stereotypes create biases and prejudices among colleagues and constituents, affecting women’s chances of being elected or appointed to leadership positions, 8.8% were not sure, whereas 1.3% of the respondents disagreed with the statement put across.
The study further noted that 93.8% of the respondents agreed thatwomen in leadership positions face unfair scrutiny and higher expectations due to gender stereotypes, 5% were not sure, whereas 1.3% of the respondents disagreed and strongly disagreed with the statement put across.The study found out that 92.6% agreed that the prevalence of gender stereotypes perpetuates a hostile work environment for women in leadership roles, 5% were not sure, whereas 2.6% disagreed with the statement.
Furthermore, the findings established that 95% of the respondents agreed that gender stereotypes contribute to a lack of recognition and appreciation for the contributions of women leaders, whereas 5% of the respondents were not sure of the statement put forward. Finally, the study findings revealed that 95.1% of the respondents agreed that gender stereotypes deter women from pursuing leadership positions leading to a significant underrepresentation of women in key decision-making roles, whereas 5% of the respondents were not sure of the statement put across.
[bookmark: _Toc65058787][bookmark: _Toc68792648][bookmark: _Toc104451357][bookmark: _Toc428258983][bookmark: _Toc428146004]Therefore the major findings of the study illustrated that the major effects of gender stereotypes on women’s participation in leadership positions in MDLG are that gender stereotypes leads to limited support and mentorship opportunities for women aspiring to leadership roles and that gender stereotypes contribute to a lack of recognition and appreciation for the contributions of women leaders which were represented by 97.5% and 95% of the respondents who agreed respectively.
[bookmark: _Toc145598202]4.3.1 Interview responses on effect of gender stereotypes on women’s participation in leadership positions
The responses from the women above relate with the responses from the interviews conducted with the heads of department in MDLG who were also asked about their views on the effect of gender stereotypes on women’s participation in leadership positions in MDLG and their responses are discussed below as follows;
The key informants noted that gender stereotypes significantly hinder women’s career progression within organizations like MDLG. The expectation that women should prioritize qualities like empathy and nurturing can undermine their chances of climbing the leadership ladder. Women may feel pressured to downplay their leadership potential to conform to these stereotypes, which ultimately stalls their career advancement.The respondents’ verbatim reported that,
“…Gender stereotypes act as roadblocks to women's career advancement within MDLGs, forcing many to downplay their leadership potential to conform. This not only limits their own growth but also hampers the organization's ability to harness diverse talent…” Department 3
The key informants also pointed out that gender stereotypes erode women’s confidence and self-esteem in leadership roles. The persistent double bind, where women are criticized for being either too assertive or not assertive enough, can be psychologically taxing. It can lead to self-doubt and anxiety, making it difficult for women to assert themselves as leaders and excel in their positions.
Furthermore, the key informants argued that stereotypes can limit women’s access to mentorship and networking opportunities within MDLG. When men are perceived as the default leaders, they may be more likely to mentor and promote other men. Women may struggle to find mentors and sponsors who can help them navigate the complexities of leadership, further impeding their growth.
More so, the key informants revealed that gender stereotypes can discourage women from aspiring to leadership roles within MDLG. When women perceive a lack of support, unequal expectations, and potential backlash, they may opt for career paths with fewer barriers. This self-selection out of leadership positions perpetuates gender imbalances at the top.
The key informants also established that organizations like MDLG often miss out on diverse perspectives and innovative solutions due to gender stereotypes. When women's voices are marginalized, it limits the range of ideas and approaches considered during decision-making processes. This can lead to missed opportunities for growth and development within the organization.
More so, the key informants illustrated that gender stereotypes can shape the organizational culture of organizations like MDLG. When these stereotypes go unaddressed, they foster an environment where discrimination and bias are tolerated. This can deter talented women from joining such groups, further exacerbating the gender imbalance.
Last but not least, the key informants noted that failing to address gender stereotypes within organizations like MDLG can expose organizations to legal and ethical concerns. Discrimination and bias based on gender can lead to lawsuits, tarnish an organization's reputation, and result in financial penalties.
Finally, the key informants revealed that when women are hindered by stereotypes in leadership positions, it can negatively impact overall team productivity and morale. Employees may become disengaged or demotivated if they perceive gender bias in decision-making processes, hindering the group’s effectiveness. The respondents’ verbatim reported that,
“…Gender biases discourage some women from aspiring to leadership roles, perpetuating gender imbalances at the top and preventing the organization from tapping into the full spectrum of talent…” Department 4
[bookmark: _Toc145598203]4.4 Discussion of findings
[bookmark: _Toc145598204]4.4.1 The common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government
The study findings revealed that 82.5% of the respondents agreed that gender stereotypes portraying women as emotional and irrational hinder women’s participation in leadership positions. The findings are in line with the literature by different scholars like (Hoyt & Murphy, 2016; Post & Sen, 2020) who pointed out that the emotional nature of women is a stereotype which suggests that women are more emotional and less rational than men, which is perceived as a disadvantage in leadership roles. It assumes that emotions undermine decision-making and leadership effectiveness. As a result, women may face bias and skepticism when aspiring to leadership positions, with their emotional expression or perceived emotional vulnerability being used to question their suitability for leadership roles.
Furthermore, the findings of the study on gender stereotypes affecting women's participation in leadership positions within Mukono District Local Government (MDLG) align with existing literature by Adekoya (2020) who highlighted how these traditional roles can hinder women's progress in leadership roles by reinforcing the notion that women are primarily responsible for domestic duties, leaving them with limited time and energy to pursue career advancement. This finding underscores the enduring influence of traditional gender norms on women's opportunities in leadership, not just in MDLG but also in many other contexts globally.
More so, the study’s identification of assumptions that women lack the necessary skills and qualifications for leadership roles is consistent with a body of literature by Scicluna Lehrke & Sowden (2017) who revealed that women often face a perception gap, with their competence and leadership skills being underestimated compared to their male counterparts. This bias can result in women being overlooked for leadership positions or having to work harder to prove their qualifications, which is in line with the study's findings that women in MDLG are subjected to higher standards and are constantly required to demonstrate their competence. These stereotypes have deep roots in societal perceptions and can significantly hinder women's advancement in leadership roles, as supported by the literature.
Finally, the study’s revelation of a double bind faced by women in MDLG, where they are criticized for both assertiveness and the perceived lack of tough leadership qualities, mirrors the challenges that women often encounter when seeking leadership roles relate to the literature by Naidoo & Kongolo (2014) who highlighted the narrow and contradictory expectations placed on women. This double bind can make it exceedingly difficult for women to strike the right balance and gain acceptance in leadership positions. Moreover, the study's mention of unconscious bias favoring male candidates aligns with extensive literature on gender bias in decision-making processes. Such bias can perpetuate the underrepresentation of women in leadership roles by unfairly favoring male candidates, further impeding gender equity efforts within MDLG and beyond.
[bookmark: _Toc145598205]4.4.2The effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government
the major effects of gender stereotypes on women’s participation in leadership positions in MDLG are that gender stereotypes leads to limited support and mentorship opportunities for women aspiring to leadership roles and that gender stereotypes contribute to a lack of recognition and appreciation for the contributions of women leaders which were represented by 97.5% and 95% of the respondents who agreed respectively. The research is consistent with Hoyt and Murphy's (2016) analysis of the literature on the phenomena of stereotype threat, which happens when people are aware of unfavorable preconceptions about their social group. The threat of stereotypes can erode women's self-confidence and performance in the context of women in leadership. In her examination of the psychological roadblocks to women's advancement in management, Schein (2001) emphasized the impact of gender biases, stereotypes, and organizational cultures on women's participation in leadership roles. Naidoo & Kongolo (2014) also made the case that gender stereotyping was caused by unconscious biases that we all possess. When we create assumptions about other people based on their real or imagined histories, it is called unconscious bias.  Everyone possesses unintentional prejudices.
Furthermore, the study’s findings regarding the effect of gender stereotypes on women's participation in leadership positions within Mukono District Local Government (MDLG) underscore the significant impacts of these stereotypes on women's career advancement. Gender stereotypes lead to limited support and mentorship opportunities for women aspiring to leadership roles, hindering their progression in their careers. The findings relate with the literature by Eagly & Karau (2002) who showed that women often receive fewer mentorship opportunities than their male counterparts, which can be attributed to the belief that women are less suited for leadership roles. This lack of mentorship and guidance can put women at a disadvantage and impede their ability to develop the necessary skills and confidence required for leadership positions.
Furthermore, the study highlights that gender stereotypes erode women's confidence and self-esteem, creating a psychological toll that affects their ability to assert themselves as effective leaders. The findings relate with the literature by Hoyt and Murphy (2016) who revealed that when women are consistently exposed to stereotypes that undermine their leadership capabilities, it can lead to a self-fulfilling prophecy, where they internalize these negative perceptions and become less assertive in their roles. This not only limits their personal growth but also inhibits their ability to make a positive impact as leaders within MDLG.
Finally, the prevalence of gender stereotypes limits women's access to mentorship and networking opportunities, discouraging their involvement in leadership positions. The findings correspond with the literature by Heilman & Eagly, 2008) who pointed out that women may be excluded from informal networks and decision-making circles due to these stereotypes, which can have long-lasting implications for their careers. Such exclusion can result in missed opportunities for skill development, collaboration, and career advancement. Additionally, the study rightly points out that gender stereotypes contribute to a hostile work environment for women in leadership roles, subjecting them to unfair scrutiny and higher expectations. 









[bookmark: _Toc145598206][bookmark: _Toc406161653][bookmark: _Toc406155438][bookmark: _Toc428146005][bookmark: _Toc428258984][bookmark: _Toc65058788][bookmark: _Toc68792649][bookmark: _Toc104451358]CHAPTER FIVE
[bookmark: _Toc145598207][bookmark: _Toc406161654][bookmark: _Toc406155439][bookmark: _Toc428146006][bookmark: _Toc428258985][bookmark: _Toc65058789][bookmark: _Toc68792650][bookmark: _Toc104451359]SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc145598208][bookmark: _Toc428146008][bookmark: _Toc428258987]5.0 Introduction
[bookmark: _Toc65058790]The overview and explanation of the study's findings are provided in this chapter. Additionally, the chapter offers conclusions, policy recommendations, and suggestions for additional study.
[bookmark: _Toc68792651][bookmark: _Toc104451360][bookmark: _Toc145598209]5.1 Summary of findings
[bookmark: _Toc65058791]The findings of the study on the common gender stereotypes affecting women’s participation in leadership positions within Mukono District Local Government (MDLG) reveal several key insights. Traditional gender roles that assign women as caregivers and homemakers, along with assumptions that women lack the necessary skills and qualifications for leadership roles, emerged as prevalent stereotypes. These stereotypes are deeply ingrained in MDLG and have substantial consequences. Women often find themselves navigating a double bind, where they are criticized for both assertiveness and perceived lack of tough leadership qualities. Additionally, unconscious bias influences decision-making, favoring male candidates. Women are subjected to higher standards, constantly needing to prove their competence, and may be viewed as tokens, undermining their credibility. These findings underscore the complex and interconnected nature of gender stereotypes and their impact on women’s participation in leadership within MDLG.
Finally, the study’s findings regarding the effect of gender stereotypes on women's participation in leadership positions within Mukono District Local Government (MDLG) reveal a range of significant impacts. Gender stereotypes lead to limited support and mentorship opportunities for women aspiring to leadership roles, hindering their career advancement. These stereotypes erode women’s confidence and self-esteem, creating a psychological toll that affects their ability to assert themselves as leaders effectively. Moreover, stereotypes limit women’s access to mentorship and networking opportunities, discouraging their involvement in leadership. The prevalence of gender stereotypes also contributes to a hostile work environment for women in leadership roles and can lead to their unfair scrutiny and higher expectations. These factors collectively deter women from pursuing leadership positions, resulting in a significant underrepresentation of women in key decision-making roles within MDLG. Furthermore, failing to address these stereotypes can expose organizations like MDLG to legal and ethical concerns, and it negatively impacts team productivity and morale when women leaders are hindered by gender biases in decision-making processes.
[bookmark: _Toc68792652][bookmark: _Toc104451361][bookmark: _Toc145598210]5.2 Conclusion
[bookmark: _Toc336755328][bookmark: _Toc428146013][bookmark: _Toc428258992][bookmark: _Toc65058792]In conclusion, the study’s comprehensive analysis of gender stereotypes affecting women’s participation in leadership roles within Mukono District Local Government (MDLG) highlights the deeply rooted nature of traditional gender roles and assumptions about women's qualifications as major hindrances to women’s progress in leadership. These stereotypes create a double bind, forcing women to navigate conflicting expectations and endure unconscious biases, which ultimately limit their access to support, mentorship, and fair treatment. As a result, women face significant hurdles in achieving leadership positions, leading to their underrepresentation in key decision-making roles. Furthermore, the persistence of these stereotypes not only perpetuates a hostile work environment but also poses legal and ethical concerns, negatively impacting overall team productivity and morale. Addressing these deeply ingrained stereotypes is crucial for promoting gender equality and fostering inclusive leadership environments within MDLG and similar organizations.
[bookmark: _Toc68792653][bookmark: _Toc104451362][bookmark: _Toc145598211]5.3 Recommendations
[bookmark: _Toc336755329][bookmark: _Toc428146014][bookmark: _Toc428258993][bookmark: _Toc65058793]The following actions are advised in response to gender stereotypes and women's participation in leadership roles at Mukono District Local Government based on the findings and conclusions discussed above.
[bookmark: _Toc68792654][bookmark: _Toc104451363]Promoting gender sensitization workshops: The study recommends the need for implementing regular gender sensitization workshops within Mukono District Local Government (MDLG) to raise awareness about the harmful effects of gender stereotypes. These workshops should target both employees and leaders to foster a more inclusive and equitable work environment.
Establishing mentorship programs: The study also recommends that MDLG should establish mentorship programs specifically designed to support and guide women aspiring to leadership positions. These programs can help bridge the mentorship gap identified in the study, providing women with the necessary skills and knowledge to excel in leadership roles.
Implementing gender-neutral recruitment and promotion policies: The study also recommends that MDLG should revise its recruitment and promotion policies to ensure gender neutrality. This can help combat biases and prejudices among colleagues and constituents, as identified in the study, and create a fairer selection process for leadership positions.
Creating safe reporting mechanisms: To address the issue of a hostile work environment resulting from gender stereotypes, the study recommends the need for establishing safe reporting mechanisms for instances of discrimination or bias. Encouraging employees to report such incidents without fear of reprisal is essential for fostering a more respectful workplace.
Providing leadership training: Furthermore, the study recommends that MDLG should invest in leadership training programs that focus on building the skills and confidence of women leaders. This training can help women overcome the higher expectations and unfair scrutiny they face, as highlighted in the study.
Promoting inclusive leadership: More so, the study recommends the need to encourage inclusive leadership practices within MDLG by recognizing and appreciating the contributions of women leaders. Recognizing and celebrating achievements can help combat the lack of recognition identified in the study and motivate more women to pursue leadership roles.
Leadership commitment: In addition, the study recommends that leadership within MDLG should demonstrate a strong commitment to gender equality and diversity. This commitment should be reflected in policies, practices, and resource allocation to create a truly inclusive environment.
Public awareness campaigns: Finally, the study recommends that MDLG should consider launching public awareness campaigns to challenge and change gender stereotypes within the broader community. By engaging constituents and raising awareness about the negative impact of stereotypes, MDLG can contribute to a more supportive environment for women in leadership.
[bookmark: _Toc145598212]5.4 Areas for further research
This study aimed at examining the relationship between gender stereotypes and women’s participation in leadership positions at Mukono District Local Government (MDLG). Therefore, the study recommends the following areas of further research;
The study recommends that further research should extend the research by conducting a comparative analysis with other local governments or similar organizations in different regions. This can help determine whether the prevalence and effects of gender stereotypes vary across different contexts and regions, leading to more nuanced insights.
The study further recommends that in-depth qualitative studies, including interviews and focus groups should be conducted to explore the experiences and coping mechanisms of women in leadership roles in MDLG. Qualitative research can provide a richer understanding of the lived experiences of women navigating gender stereotypes and offer insights into effective strategies for combating them.
Finally, the study recommends that further research should be conducted to investigate the effectiveness of leadership training programs specifically designed to empower women leaders in MDLG. Assess whether such programs help women overcome the challenges posed by gender stereotypes and if they result in increased representation of women in leadership roles.
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[bookmark: _Toc145598214]Appendices
[bookmark: _Toc145598215]Appendix 1: Questionnaire
For selected female employees in the departments of MDLG
Dear respondent,
[bookmark: _Toc464824827][bookmark: _Toc513525255]I am Ongee Amos, a student of Uganda Christian University-Mukono pursuing a Bachelor’s Degree of Development and Social Entrepreneurship. I am conducting a study on “gender stereotypes and women’s participation in leadership positions at Mukono District Local Government”. You are asked to take part in this study, and all data gathered will be kept in strictest confidence and used only for academic purposes. Before taking part, participants will be required to provide written consent, and confidentiality and anonymity will be emphasized at all times. Participation will be completely optional, and participants are free to leave the study at any time, without having to offer a reason. Additionally, the study's goal and methodology will be clearly communicated to prospective participants, who will give their consent before participating. You are cordially asked to take a moment to respond to these questions because the outcome of this study will be substantially influenced by your answers. Your help will be greatly valued.
Section A. Bio Data
Please tick the most appropriate answer
1. What’s your age?
a) 21-30 years                                          b) 31-40 years                            
c) 41-50 years                      d) Above 50 years                             
2. What’s your highest level of education?
a) Certificate                                            b) Diploma                                    
c) Degree                                                 d) Masters
e) Others specify:………………………………………………..
3. Which department do you belong to?
	Category of Respondents   
	Tick
	Code

	Community Development Department
	
	1

	Gender Department
	
	2

	Probation & Social Welfare Department
	
	3

	Youth Department
	
	4

	Culture Department
	
	5

	Labour Department
	
	6



4. Period spent working with Mukono District Local Government.
a) Less than 1 year                                    b) 1-5 years                                    
c) 6-10 years                                             d) Above 10 years
Section B: The common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government
Rate your degree of agreement with the widespread gender stereotypes that have an impact on women's participation in leadership roles in the Mukono District Local Government on a scale of 1 (Strongly Disagree), 2 (Disagree), 4 (Agree), and 5 (Strongly Agree).
	s. no
	Common gender stereotypes
	SA
	A
	NS
	D
	SD

	1
	Gender stereotypes portraying women as emotional and irrational hinder women’s participation in leadership positions
	
	
	
	
	

	2
	Traditional gender roles that assign women as caregivers and homemakers limit their opportunities for leadership roles
	
	
	
	
	

	3
	Preconceived notions that women are less assertive and confident than men discourage their involvement in leadership positions
	
	
	
	
	

	4
	Assumptions that women lack the necessary skills and qualifications for leadership roles act as barriers to their participation
	
	
	
	
	

	5
	Stereotypes suggesting that women are less competent in decision-making and problem-solving skills impede their advancement in leadership positions
	
	
	
	
	

	6
	Gender stereotypes that undermine women's ability to manage and lead effectively contribute to their underrepresentation in leadership roles
	
	
	
	
	


Suggest any other common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government other than the ones mentioned above?
………………………………………………………………………………………………………………………………………………………………………………………………………………
Section C:The effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government
Rate your degree of agreement with the widespread gender stereotypes that have an impact on women's participation in leadership roles in the Mukono District Local Government on a scale of 1 (Strongly Disagree), 2 (Disagree), 4 (Agree), and 5 (Strongly Agree).
	s. no
	Effects
	SA
	A
	NS
	D
	SD

	1
	The influence of gender stereotypes leads to limited support and mentorship opportunities for women aspiring to leadership roles
	
	
	
	
	

	2
	Gender stereotypes create biases and prejudices among colleagues and constituents, affecting women's chances of being elected or appointed to leadership positions
	
	
	
	
	

	3
	Women in leadership positions face unfair scrutiny and higher expectations due to gender stereotypes
	
	
	
	
	

	4
	The prevalence of gender stereotypes perpetuates a hostile work environment for women in leadership roles
	
	
	
	
	

	5
	Gender stereotypes contribute to a lack of recognition and appreciation for the contributions of women leaders
	
	
	
	
	

	6
	Gender stereotypes deter women from pursuing leadership positions leading to a significant underrepresentation of women in key decision-making roles
	
	
	
	
	


Suggest any other the effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government other than the ones mentioned above?
………………………………………………………………………………………………………………………………………………………………………………………………………………
Thank you for your cooperation
















[bookmark: _Toc145598216]Appendix 2: Interview Guide
For Key Informants (Department Heads and Women District Counselors)
Dear Respondent,
I am Ongee Amos, a student of Uganda Christian University-Mukono pursuing a Bachelor’s Degree of Development and Social Entrepreneurship. I am conducting a study on “gender stereotypes and women’s participation in leadership positions at Mukono District Local Government”. You are asked to take part in this study, and all data gathered will be kept in strictest confidence and used only for academic purposes. You are cordially asked to take a moment to respond to these questions because the outcome of this study will be substantially influenced by your answers. Your help will be greatly valued.
Section A: Introductions
1. Tell me about yourself (gender, age, level of education)
2. What position do you hold in Mukono District Local Government?
3. How long have you been working or have you been a leader in MDLG?
Section B: The common gender stereotypes affecting women’s participation in leadership positions in Mukono District Local Government
4. In your experience or observation, what are some common gender stereotypes or beliefs held about women that hinder their participation in leadership positions in Mukono District Local Government?
5. How do you perceive the impact of traditional gender roles and societal expectations on women's opportunities for leadership roles in Mukono District Local Government?
6. Have you encountered situations where gender stereotypes have influenced decisions or actions regarding women's involvement in leadership positions in Mukono District Local Government? If yes, could you provide an example?
Section C: The effect of gender stereotypes on women’s participation in leadership positions in Mukono District Local Government
7. How do gender stereotypes, such as assumptions about women's emotional nature or lack of assertiveness, affect women's confidence and motivation to pursue leadership positions in Mukono District Local Government?
8. In your opinion, how do gender stereotypes impact the perception of women's leadership abilities and competence among colleagues, constituents, and the broader community in Mukono District Local Government?
9. Can you share any insights or examples of how gender stereotypes have influenced the selection or promotion process for leadership positions in Mukono District Local Government, and subsequently affected women's participation?
Thank you for your cooperation
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A Centre of Excellence in the Heart of Africa

August 24, 2023

TO WHOM IT MAY CONCERN
Dear Sir/Madam

Re: INTRODUCTORY LETTER FOR RESEARCH

This is to introduce to you ONGEE Amos Registration number S20B64/207, a student
of Uganda Christian University, pursuing Bachelor’s degree in Development and Social
Entrepreneurship. He is expected to carry out research in the final year under the
guidance of a university supervisor in partial fulfillment for the requirements of the
above mentioned award.

Topic: “Gender Stereotypes and Women’s Participation in Leadership Positions at
Mukono District Local Government.”

The purpose of this communication is to request your office to allow him collect data
from your organization. Any assistance rendered to him will be highly appreciated.
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WMG Studies Department
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Email:kkibigige@ucu.ac.ug
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