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ABSTRACT

The study focuses on women participation in decision making process of private firms. It

aims at finding out the extent to which women participate in leadership and decision making

process at City Abattoir. ascerlalning the process followed in making decisions at Cit\

Abattoir. determining strategies used to empower women to participate in decision making

and leadership at City Ahattoir. and identifying barriers preventing the participation of

women in decision-making process at City Abattoir. To achieve the objectives of the study. a

descriptive research design and a case study (City Abattoir) was used. To sample the

population of the study. simple random method was used. Both primary and secondary

source of data were considered. Semi-structured questionnaire was used to collect primary

data. while books and documentaries were used to collect secondary data; finally SPSS was

used to analyze collected data. The study realised that. at City Abattoir. women occupy high

positions of decision making; however, their power to influence decisions is still uncertain.

Therefore increase in the numerical representation of women in decision-making positions

has to be complemented by increased substantive representation and the capacity to influence

decision-making. It was also found out that decision making process starts with defining the

problem and identifying goals to be achieved, it ends with evaluation of decision made.

Throughout the process, information is gathered to discover possible alternatives to solve the

identified problem. These alternatives are evaluated to assess risks associated with each and

every alternative in order to select one with minimum risks. Once the decision is made,

employees are called upon implementation. While women are given opportunity to improve

their skills through education and training; inexistence of women’s association and lack of

policies and/or legislation to ensure participation of women in decision making imply

ineffective strategy to empower women to participate in decision making process at City

Abattoir. With regards to barriers preventing women to participate in decision making

process. it is concluded that family attitude is the main barrier discouraging women to

participate in deHsion making process. it is n~commended to the management of city abattoir

to put in place policies and regulations that ensure participation of women in decision

making process. In addition. they should encourage women to form associations or groups

where they can gather and share information and experience.
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CHAPTER ONE
INTRODUCTION

1.1 Background of the study

Women participation is a fundamental right, a necessary condition for athieving every

country’s objectives of growth. employment and social cohesion. Equal participation of

women and men in decision-making symbolizes the level of political maturit> of societies as

argued b) (Seabo. 2006).

Likewise. (Whittington. 2004) says that the participation of women in decision-making

processes is a necessary condition for the full realization nf women’s human rights.

Achieving equal participation of women and men in decision-making at all levels and in all

spheres of public life, including participation in political affairs, the economy. the judiciary

and the media, is a question ofjustice and democracy.

Historically, women generally have had fewer legal rights and career opportunities than men

because Wifehood and motherhood were regarded as women’s most significant professions.

Women were long cqnsidered naturally weaker than men. delicate, and unable to perform

work requiring muscular or intellectual development In most preindustrial societies. for

example. domestic chores were relegated to women. leaving heavier labor such as hunting

and plowing to men (DaMetz. 2005).

In his view (Denton & Zeytinoglu, 2005) states that it is not possible to speak of democratic

governance in societies where one halfof the population is excluded from or marginalized in

decision-making. Therefore equal participation of women and men in decision-making is a

necessary condition for the achievement of sustainable development and peace.

Gradually. things have changed. In the past two decades women have achieved professional

and managerial decision making positions at. the lower and middle levels of the

organizational hierarchy. It is still difficult however, for women to attain senior level

decision making positions in the corporate and academic worlds (Myers. 2007. p. 2).

Conceptually. an essential step toward the more equal participation of women in decision

making and leadership is awareness-raising for men. (Szabo 2006, p. 3) ascertains that in

almost all countries world wide. measures have been taken to increase the representation of
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women in all levels of government and decision-making processes. Progress has. however.

been slow. In many countries, women are still underrepresented at every level of

government, especially in ministerial and other executive and legislative bodies.

in a related insight (Corne!~ 1 997. p. 3) asserts that institutional cultures that are unfriendly to

women are not usually the result of deliberate policies but the consequences of their

development over time to meet the needs and situations of men. who have for so long

dominated the public domain and who have different needs. priorities and concerns from

women.

Nevertheless. (Whiltington. 2004. p. 1 2) argues that men need to become aware of the ways

in which their assumptions. attitudes and behavior are gendered to reflect their own situation,

exclude a woman’s perspective and thus obstruct women’s equal participation. Women and

men together must then negotiate a new institutional setting that provides space for both

groups.

Contextually, women have demonstrated considerable leadership in community and informal

organizatiofl5~ as well as in public office. However, socialization and negative stereotyping

of women and men, including stereotyping through the media. reinforces the tendency for

political decision- making to remain the domain of men. Likewise, the under-representation

of women in decision-making positions in the areas of art, culture, sports. the media.

education. religion and the law have prevented women from having a significant impact on

many key institutions.

As far as Uganda is concerned, it is observed that it has a constitution that reflects gender

concerns. Although (Tamale. 2007) confirms that the country has been praised for

affirmative action in the \vorkplace freedom from sexual discrimination and economic rights

for women: Amongi as cited by (Sheikh, 2008, p. 1) ascertains that “women are visible in

political olfice. holding almost a quarter of parliamentary seats. However. their

representation and participation in business and social and private institutions such as

hospitals. business and schools is far less”.

2



1.2 Statement of the problem

The literature on gender equality has largely confirmed the importance of political

participatory and practice at different levels: local, national. as well as global. It is through

their participation in these movements that women have been able to stake a claim to

citi:~enship and equal representation in political life and institutions. Women’s political

participation in these movements has highlighted one of the most important anomalies for

democratic practice - the distinction made between the public and the private spheres

(Canagarajah, 2005).

According to (Roman. 2006) equal participation need not be limited to political arena and or
public institUtlOfls moreover private organizations are concerned as well. However, it is
alleged by (Corner. 2007) that women are not gaining secure employment in private
institutions or given opportunities to the same extent as men. This has encouraged the
researcher to investigate the extent of gender participation in decision making process at City
Abattoir (Kampala).

1.2 Purpose of the study

The study aimed at investigating women participation in the decision making process at City

Abattoir.

1.3 Objectives of the study

The following objectives were achieved

1. To lind out the extent to which women participate in leadership and decision making

process at City Abattoir

2. To ascertain the process followed in making decisions at City Abattoir

3. To determine strategies used to empower women to participate in decision making

and leadership at City Abattoir

4. To identify barriers preventing the participation of women in decision-making process

at City Abattoir

1.4 Research questions

1. To what extent women participate in decision making process at City Abattoir?

3



2. What is the decision making process followed at City Abattoir?

3. What are the strategies used to empower women to participate in leadership and

decision making at City Abattoir?

4. What are the principal barriers that prevent the participation of ~ omen in decision

making process at City Abattoir?

1.5 Scope of the Study

This stud~ ~as ~onduct~d at City Abattoir. It is located at Old Port Boil Road Kampala. The

study looked at theories related to equal participation of men and women in decision making

of private instituti4~fl. it cnvered a period of eight years (2000-2008~: and it was conducted

within a period of Nine months (September 2008 to May 2009).

1.6SignificaflCe of the Study

l. l’he results of this study may be fruitful to different parties including the researcher

herseli~ future researchers~ and private institutions City Abattoir in particular.

2. To the researcher, this research may enable the researcher to gain more knowledge and

skills on how to conduct a research and to identify factors which influence the participation

in decision making and the extent to which these factors affect the career performance.

3. This research may help students and other researchers who will be interested for writing

up their research work in the same field as they will use this as a source of secondary data;

4. The result of this study may also benefit the decision makers in Private institutions.

especially City Abattoir if the recommendations given hereby may be adopted and taken into

consideration to resolve the problpms identified.

4



CHAPTER TWO
LflWATURE REVIEW

2.1 Overview

This chapter explores existing theories and concepts related to the topic under study.

Theories are discussed respective to proposed oL~iecti~ es in order to answer research

questions. It highlights process followed in making decision: strategies used to empower

women to participate in decision making, and various barriers which prevent women to

participate in decision making.

2.2 Conceptual framework

Figure 2.1 summarizes the theoretical framework. and represents the conceptual framework

of the study. It shows different variables under study. which consist of dependent variable

and independent variables. The figure shows that equal participation of men and women in

decision making depends on the process followed in making decisions, the way women are

empowered to participate in detision making and different barriers preventing women to

participate in decision making as advanced by (Myers, 2007, p. 5).

In his view, (Myers. 2007) states that the process of decision making starts with intelligence;

followed by design and finally the choice of the fmal decision. As far as empowerment of

women to participate in decision making is concerned (Myers, 2007) together with

(Whittington, 2004) agree that empowerment encapsulates three levels: individual; group and

conceptual.

Barriers preventing women to participate in decision making process include limited access

to education. especially higher education; discriminatory appointment and promotion

practices: the stresses of dual family and professional roles: family attitudes: career

interruptions; cultural stereotyping; alienation from the male culture and continued resistance

to women in management positions: absence of adequate policies and legislation to ensure

the participation ofwomen.

Figure 2.1 also shows that equal participation in decision making depends on some

intervening variables which consist of self confidence and gender awareness.
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Independent Variable

Participation of women in

decision making process

Representation

o Participation

lntervening variables

o Self confidence/self estec
o Gcndei awareness

~•sil~ilityai~diespect

Figure2. I: Cor ~eptual Framework

Source: Amended from (Myers, 2007. p. 5)

Dependent Variabics____

1. Decision making process
Step I: Define the problem
Step 2: Identify alternatives
Step 3: Evaluate the alternatives
Step 4: Make the decision
Step 5: Implement the decision
Step 6: Evaluate the decision

2. Empowerment of women to participate in decisi n making
Education
Organisation

o Network

3. Barriers preventing women to participate in decision making process
o Limited access to education, especially higher education;
o Discriminatory appointment and promotion practices;

o The stresses of dual family and professional roles:
o Family attitudes;
o Career interruptions:
o Cultural stereotyping;
o Alienation from the male culture and continued resistance to

women in management positions:

o Absence of adequate policies and legislation to ensure the

participation ol women.
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2.3 Current Levels of Women’s Participation in Decision-Making and Leadership

It is observed by (Corner. 2007) women are far from achieving equal participation in

decision- making and leadership. From most perspectives, the picture is rather gloomy:

women’s share of decision-making and leadership is small and. in most parts of the world.

sho” s no clear trend toward improvement. Only in the Nordic countries are women

approaching equality in the political sphere. and even in those countries the picture in the

prhrate sector and such key institutions as universities is often much less satisfactory. For

example, almost no women are rnanaging directors in the 100 largest private enterprises in

the Nnrdic countries

By 1995. only 24 women had ever been elected as heads of State of Government in modern

times. In this case the trend appears more encouraging: half had been elected to office since

1990. Between 1987 and 1995. the number of countries where women held no ministerial

posts fell from 93 to 59. However, less than 6 per cent of cabinet ministers were women in

1994 and women held more than 15 per cent of ministerial positions in only 16 countries

(Szabo, 2006).

Changes in women’s participation in government show no clear trend. For example, most

countries where women hold top ministerial positions do not have comparable representation

at the sub-ministerial, suggesting that women senior ministers are not pioneering a nnv

trend. Women’s membership in parliaments has declined in eastern and western Asia and fell

sharply in Eastern Europe after 1987. although women seem to have increased their share of

seats in recent elections (Corner 2007). however, measures such as the 33.3 per cent

reservation for women introduced by the Government of India at the local level and now

being considered for other levels of decision- making can be expected to create a pool of

experienced potential women leaders. These women may begin to move into political

decision making in increasing numbers of future (Whittington. 2004).

According to (Corner 2007) women are excluded from decision-making by more than just

lack of education. WomenYs poiition in the labor force as a significant source of highly

skilled and qualified labor as professional and technical workers is not matched by an

7



equivalent contribution as administrative and managerial workers. In the world as a whole,

women provide almost 40 per cent of professional and technical workers but less than 15 per

cent of administrators and managers. Even in the industrial countries, the proportions are

quite unbalanced: almost half of the professional and technical ~orkers but just o~ er one

quarter of the administrators and managers. As the experience of the United ~ations

suggests. the imbalance becomes more pronounced in the higher levels of decision-making.

The UN experience also shows how fragile improvement may be: in 1949 there were more

women in the UN. although heavily concentrated at the lowest levels, than a quarter of a

century later in 1975 (Corner 2007).

2.4 Decision Making Process

Harris, (1998) argues that we all make decisions of varying importance every day, so the idea

that decision making can be a rather sophisticated art may at first seem strange. However,

~studies have shown that most people are much poorer at decision making than they think”

(McDanielS, 2005. p. 5). An understanding of what decision making involves, together with a

few effective techniques. will help produce better decisions.

Before discussing theories related to decision making process, it important to define decision

making:

In his view (McDanielS. 2005. p. 5) says that decision making is the study of identifying and

choosing alternatives based on the values and preferences of the decision maker. Therefbre,

making a decision implies that there are alternative choices to be considered, and in such a

case people want not only to identify as many of these alternatives as possible but to choose

the one that best fits with our goals. desires. li~hstyle, values, and so on.

On the other hand. (MartinsonS. 2006. p. 7) defines decision making as a process of

sufficiently reducing uncertainty and cioubt about alternatives to allow a reasonable choice to

be made from among them. This definition stresses the information gathering function of

&cision making. It should bL noted here that uncertainty is reduced rather than eliminated.

Very few decisions are made with absolute certainty because complete knowledge about all

the alternatives is seldom possible. Thus, every decision involves a certain amount of risk.

8



While Herbert (1998) as cited by (Leslie & Lloyd. 2000. p. 62) describes manager’s

decisions process in three stages: Intelligence, design and choice, (McDanieis, 2005) asse~s

that there are six steps in decis~ori making process. These include defining the problem,

identiI~ing alternatives, evaluation of aiternati’ es, making decision. implementing the

decision and evaluating the decision. Ho\\ ever, there is a cOnlfllOfl understanding between

the two authors although McDaniels goes beyond making decision and add implementation

and evaluation of the decision made.

The following section discusses the decision making process as advanced by (McDaniels,

2005).

Step 1: Define the problem

According to (McDaniels, 2005) the most significant step in any decision making process is

describing why a decision is called for and identifying the most desired outcome(s) of the

decision making process. However, one way of deciding if a problem exists is to put the

problem in terms of what one wanted or expected and the actual situation. In this way a

problem is defined as the difference between expected and/or desired outcomes and actual

outcomes.

Additionally, the careful attention to definition in terms of outcomes allows one to clearly

state the problem. This is a critical consideration because how one defines a problem

determines how one defines causes and where one searches for solutions. The limiting aspect

of the problem definition step is not widely appreciated as indicated by (Myers, 2007).

Step 2: Identify available alternative solutions to the problem

After identifying the problem to be solved, collection of necessary information follows as

indicated by (MartinsonS, 2006) together with (Leslie & Lloyd, 2000). The latter states that

most decisions require collecting pertinent information. The key to this step is to not limit

yourself to obvious alternatives or what has worked in the past but to be open to new and

better alternatives. Practically. (McDaniels, 2005) argues that the decision maker should

consider more than five in most cases, more than three at the barest minimum. This gets

9



away from the trap of seeing “both sides of the situation” and limiting one’s alternatives to

two opposina choices: either this or that. Through the process of collecting information

managers probably identify two or more possible paths of action, they may also use their

imagination and intormatlOn to construct new alternatives as argued by (Myers, 2007).

Step 3: L~ al~.t~ ihe identitiLd alternatives

This stage conSiStS of evaluating various alternatives as argued by (Leslie & Llo~ ci. 2000).

Fhe~ ~ ihcii de~isiun maker~ ha~ e to draw attention on information and emotions to

imagine what it v~ ould be like if you carried out each of the alternatives to the end. Decision

makers must ~‘ aluate whether the problem or need identified would be helped or sol~ ed

through the use of each alternative. Eventually decision makers are able to place the

available alternatives in priority order, based upon their own value system. As they evaluate

each alternati~ e. they should be looking at the likely positive and negative cones for each. In

a related insight (McDaniels, 2005) states that it is unusual to find one alternative that would

completely resolve the problem and is heads and shoulders better than all others. Differences

n the value of respective alterhati’ es are typically small. relative and a function of the

decision maker’s personal perceptions. biases and predispositions.

Additionally (MartinsonS. 2006) contend that as decision makers consider positive and

negative cones they must be careful to differentiate betx~een what they know for a fact and

what they belies e might be the case. Therefore, the decision maker will only have all the

facts in trivial cases. People always supplement what facts they have with assumptions and

beliefs. Relatedly, the distinction between fact-based evaluation and non-fact -based

evaluation is included to assist the decision maker in developing a “confidence score” for

each alternative as argued by (McDaniels, 2005). Indeed, the decision maker needs to

determine not just what results each alternative could yield, but how probable it is that those

results will be realized. I he more the evaluation is fact-based, the more confident he she can

be that the expected outcome will occur

Step 4: Make the decision

DATp:~ c~



In his view (Martinsons. 2006) states that once all the evidence has been weighed, decision

makers are ready to select the alternative which seems to be best suited to them. When acting

alone this is the natural next step after selecting the best alternative. When the decision

maker is working in a team environment, this is where a proposal is made to the team,

complete with a clear definition of the problem. a clear list of the alternatives that were

considered and a clear rationale for the proposed solution. They may even choose a

combination of alternatives. Relatedly. (Harris. 1998) asserts that if decision makers are

making an individual decision, they can apply preferences (which may take into account the

preferences of others). Choose the path to follow, whether it includes one of the alternatives.

more than one of them (a multiple decision) or the decision to choose none.

StepS: Implement the decision

While this might seem obvious. it is necessary to make the point that deciding on the best

alternative is not the same as doing something. The action itself is the first real, tangible step

in changing the situation. It is not enough to think about it or talk about it or even decide to

do it. A decision only counts when it is implemented.

According to (McDaniels. 2005) people will properly implement the decisions that were

made. Even when people believe that they have complete consensus on what they are going

to do as a group, they find that the implementation is often different This comes from mainly

two causes. First people do what is important to them. Even though they might agree that

something should be of value, if it is not seen by them as important, it will be difficult to get

them to act on it. To get people to do what the group derided requires havine them believe

and understand it from their perspective. Second, things change. When we make a decision

and go to implement it. we have to depend on some key assumptions about the future. The

only thing that is absolutely true about the fbture is that it is changing. Since the world will

not unfold exactly as we had planr?d. we have to be ready for .iiffercnt eventualities.

Step 6: Evaluate the decision

11



Every decision is intended to fix a problem. The final test of any decision is whether or not

the problem was fixed. Did it go away? Did it change appreciably? Is ft better now, or worse,

or the same? What new problems did the solution create? In this step decision makers

experience the results of their decision and evaluate whether or not it has sohcC or helped

to solve the problem. Tf yes. decision makers may stay with the decision. If no. they may

repeat certain steps of the process in order to make a new decision (Martinsons. 2006).

2.4.1 Women~s participation in the economy and the labour market
It is argued by (Corner. 2007) that women’s economic independence is critical to achieving

all Millennium Development Goals. (Gregr, 2008) states that even though women’s

participation in paid employment outside agriculture has increased, women’s work continues

to be characterized by a concentration in low status and low pay jobs, which are often

tmporar). and informal. To concur with this. (Dahlerup. 2008) ascertains that globally,

gender wage gaps exist and unemployment rates for women are higher than for men.

Whilc inequalities continue to define the quality, conditions and characteristics of women’s

labour market participation. they also shoulder a disproportionate share of responsibilities at

home. Women perform the majority of unpaid work which restricts their access to

employment opportunities outside of the home and reinforces the traditional division of

labour between women and men. (Corner, 2007) asserts that increasing women’s

participation in paid employment is one of the most important strategies for poverty

reduction. as is the promotion of women’s entrepreneurship. However, the employment must

be based on decent work principles such as labour standards, social protection and

recognition of workers’ rights. In addition, it is important to recognize the value of women’s

unpaid work, and develop and promote policies that facilitate the reconciliation of

employment and family responsibilities for all workers. women and men.

In addition. (Gregr. 2008) alleges that women’s access to and control over productive and

economic resources is central to their empowerment and must be expanded if gender equality

is to be achieved. Women’s access to land and property. including through inheritance, is

critical to their economic empowerment Land ownership has direct economic benefits, for

example as a source of income. :as a key input for production. and as collateral for credit.

12



Without equal access to credit and other financial services, such as insurance or savings,

women’s economic empowerment will remain limited.

Contextually. (Dahierup. 2008) asserts that in many countries, women are now participating

at an equal rate with men in primar>. secondary and tertiary education — and in some

countries female enrollment has begun to surpass male enrollment. However this reliance on

numbers masks the continuing challenges to gender equality that women face within

education institutions, and in particular once they leave the academic world.

A look at gender and development indicators worldwide for the period 2007-2008 as

indicated by (Corner. 2007) shows a distinct sexual division of labour and a lack of

compatibility between women’s role in paid employment and their reproductive labour.

Women’s incomes worldwide continue to be significantly lower than men’s. as does their

access to productive and financial resources and social benefits such as health insurance.

~fl5~Ofl5~ etc. Relatedly. (Dahlerup. 2008) states that in all countries, women are employed

mainly in the service sector; while men are mainly employed in industry, which has a higher

rate of unionization and collective action on the part of workers. In the few countries where
sex-disaggregated data on time-use and workload have been gathered and analyzed, the total

working hours are frequently higher for women than for men both in and outside of paid

employment despite the fact that women dedicate less time than men to paid employment

and much more time to non-remunerated work (such as domestic and child-care labour).

Likewise, sufficient knowledge exists about policies and interventions to eliminate many

forms of gender inequality and empower women and the contributions to this blog are a clear

testimony to this knowledge. The main barrier to progress therefore is not a lack of

knowledge and good practices, but the weak link between policies and the corresponding

investments for inipleiueiitation as argued by (Dubravka, 2008) In fact, while the

investments required for the political and economic empowerment of women may be small

in comparison to the expenditures needed for example in the infrastructure and health

sectors. they still need to be syztematically calculated and integrated into country-level

budgeting processes.
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2.4.3 Empowerment of women in decision making
The most common use of the term “empowerment~ refers to increasing the power of the low-

power group. so that it more nearly equals the power of the high power group. From the

perspective of intermediaries, this is often done because negotiation tends to be more

SuCCC~NIU1 ~hen the parties negotiating have relatively equal levels of power.

As far as gender empowerment is concerned. (Denton & Zeytinoglu. 2005) state that gender

cmp(~\VCrmCflt can he conceived as a process by which women can overcome many of the

hurdles that they face such as education. health care, employment opportunities, work status,

social securhy. and position in decision making by virtue of their gender. Thus gender

empowerment veritably implies empowerment of women to do away with subordination,

discrimination and injustices done on them in male dominated society.

Relatedly. (Szabo, 2006) ascertain that empowerment can be defined as processes by which

women and men take control and ownership of their lives through an expansion of their

choices. In the researcher’s view empowerment is thus the process of acquiring the ability to

make strategic life choices in a context where this ability was previously denied.

Empowerment is the process which enables one to gain power, authority and influence over

others institutions or society. Empowerment is probably the totality of the following or

similar capabilities as argued by (Dubravka, 2008):-

o having decision-making power of ones own

o Having access to information and resources for taking proper decision

o Having a range of options from which you can make choices (not just yes/no.

either/or.)

o Ability to exercise assertiVeness in collective decision making

o having positive thinking on the ability to make change

o Ability to learn skills for improving one’s personal or group power.

o Ability to change others’ perceptions by democratic means.

o Involving in the growth process and changes that is never ending and self-initiated

o Increasing one’s positive self-image and overcoming stigma

o Increasing one’s ability in discreet thinking to sort out right and wrong
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In short, empowerment is the process that allows one to gain the knowledge, skill-sets and

attitude needed to cope with the changing world and the circumstances in which one lives.

However. (Myers. 2007) asserts that in order to assess the outcome of equal participation of

women and men in decision-making, it is important to examine both the processes b\ which

equal participation can he achieved, as well as whether increased participation empowers

women to take decisions that affect their lives and the lives of others. Increased participation

needs to lead to enhanced empowerment of\vomen.

Empowering women to be active in decision-making and to be equal partners in the labour

force and business environment, is a sure way for countries to solidify social gains and boost

competitiveness (Corner, 2007). Therefore. empowerment can be seen both as a process.

where it takes place in institutional, material and discursive contexts and as an outcome that

can be measured against expected accomplishments such as numerical representation of

women in different institutions. According to (Dugan, Empowerment. 2003) empowerment

of people starts with providing them with the means to realize their potential. Thus.

investment in education and health is of great importance to enable people to develop and

exploit their full potential. Without education and good health, people are unable to identify

and exploit opportunities available to them. As far as material aspect of equity is concerned.

it is also momentous to promote equal access to credit and productive assets. Finally, it is

crucial to empower both men and women so that equal and fair competition can become

possible between them.

2.4.4 Empowerment Strategies
The strategies for empowering disenfranchised and oppressed people can be grouped into

three general approaches: educati on, organization, and networking.

Education

In his view (Dugan. 2003) argues that the disempowered already know a great deal about the

sources of their oppression and what must be done to overcome it and what they do not have

is an organized approach to translating this knowledge into action. The appropriate

educational approach is therefore one that elicits participants’ knowledge and responses.

Freire as cited by (Dugan. 2003) calls this educational method is called “problem-posing.
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The problem-posing is when the educator constantly re-forms his reflections in the reflection

of the students. The students--no longer docile listeners--are now critical co-investigators in

dialogue with the teacher. The teacher presents the material to the students for their

consideration. and re-considers her earlier considerations as the students express their own.

in addition. (Gregr. 2008) states that participants empowor themselves by taking

responsibility br their own learning (actively engaging as teachers as well as students). by

increasing their understanding of the communitieS in which the:, live, and h~ understanding

how they as individuals are affected by current and potential policies and structures.

Equipped with this greater understanding and with new conOdence in themselves.

participants can develop policies and structures that better meet their needs. and strategies for

bringing those policies into being.

On the other hand. transformative learning involves participation in constructive discourse to

use the experience of others to assess reasons justifying people’s assumptions, and making an

action decision based on the resulting insight (Dubravka. 2008). Transformation theory’s

focus is on how we learn to negotiate and act on our own purposes, values. tèelings and

meanings rather than on those we have uncritically assimilated from others--to gain greater

control over our lives as socially responsible. clear-thinking decision makers.

To bring about the deep change required to resolve intractable coniicl, educators must be

willing to challenge deeply held assumptions. It is important to assess not only the

weaknesses of the other and the strengths of one’s own group. but also the strengths of the

other and one’s own weaknesses. This assessment can be a wrenching process. for both the

educator and the students (Denton & Zeytinoglu, 2005, p. 5). Transformative learning,

especially when it involves subjective reframing, is often an intensely threatening emotional

experience in which we have to become aware of both the assumptions under girding our

ideas and those supporting our emotional responses to the need to change.

Therefore, education that is intended to address inequities in the system should be not

only interactive and dialogical (meaning involving a dialogue between “teacher(s) and

student(s)). but also nurturing (Corner, 2007, p. 3). In the researcher’s view, the educational

etbort must go beyond traditional education in its content and methods. to support learners in
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dealing with the emotional upheaval they are likely to experience. Hence. this would include

re-educating policy makers, securing equal access for boys and girls to education, holding

workshops for teachers, producing materials in local languages, implementing special

programs for ~~omen in the field of adult education and incorporating tradition, race and

ethnicity into programs.

Organization

It is argued by (Dugan. 2003. p.7) that poor people have no voice because they have no

organization. An organization gives people a way of expressing their group needs in a way

that cannot be ignored. While many groups come together around specific issues, and

organize to confront those issues. Minsky as cited by (Corner, 2007, p. 6) advocates a

different approach: first, the building of an organization and, only then. focusing on specific

issues. Building a strong, lasting and staffed organization alters the relations of power. Once

such an organization exists, people on the other side must always consider the organization

when making decisions.

In Alinsky-style organizing as indicated by (Corner, 2007, p. 9), power is built up in a step-

by-step approach. which includes both recruitment and achievement Indeed, to achieve

power small groups are organized first, for example on a block-by-block or small
~basis. Once the small groups have met and worked

successfully together on issues, they are brought together into a larger community-wide

organization. The larger group thus has an infrastructure as well as experience.

The groups begin with small. winnable issues. The newly organized group is rarely ready to

take on difficult tasks. Taking on a task too big is likely to be ineffective and lead to the

demoralization of the group. encouraging a see, as members move back to resignation to

intolerable or unjust conditions (l)ugan, 2003). Therefore, the organizers must put a strong

emphasis on helping the group to choose winnable issues with which to begin.

Networkinz

According to (Dugan. 2003) members of disenfranchised groups ~.an realize and extend

power through networking with others, both inside and outside their own social groups.
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Although the group members may differ in a variety of ways. they often share a major

interest such as religious affiliation or profession. The structure that Wolf as cited by (Dugan,

2003) identifies revolves around ~ gathering at which members share a meal and talk to each

other informally. At a cei~ain point in the meeting. each announces to the group what she is

doing and what resources or contacts or information she has access to. She also tells the

group what resources. contacts. or information she needs. Indeed, networking is essential in

women’s empowerment. It allows sharing experiences and learning from one another. and

involves organizing meetings on gender sensitivity in organizations. It is through this

network where information about women’s rights is gathered and disseminated.

2.5 Barriers preventing women to participate in decision making process

The social structures that contribute to women’s oppression are related to women’s social

identities, specifically gender, raqe, and social class. Patriarchy, which leads to gender-based

oppression, is characterized by male domination and oppression of women. Sexism. which is

related to patriarchy, is a power structure whereby women are defined as inferior and are

subjected to “exploitation and demeaning treatment” Kramarae & Treichler as cited by

(Shchna. Jones, Kashyap, & Rydzy, 2003). Women have to struggle with the inequalities of

patriarchal relations in work, in school, in the family and in relation to the state. Hayes and

Flannery (2000), points out that women’S jobs tend to be lower paying then men’s. Even in

the same occupation~ women tend to be paid lCS5 than men. More women than men work

part-time, in most cases to accommodate childcare and household responsibilities. “Women

are often in positions that have limited power and autonomy and are more likely to be

secretaries than managers, teach~rs than principals and nurses than physicians” (Hayers &

Flanncry, 2000, p. 35).

Studies have shown that gender stereotyping in the curriculum of higher education still

exists. For example. “men are often portrayed in leadership roles. whereas women are

depicted as passive and subordinate” (Hayers & Flannery. 2000. p. 35). Furthermore. faculty

in higher education may interact differently with women and men in the classroom: for

example, calling directly on men students but not on women. responding to men’s comments

in greater detail than women’s and interrupting female students more than men. Hayes and

18



Fiannery (2000) suggest that these biases may be related to faculty members~ unconscious or

conscious assumptions that men are more talented, more intelligent, or more serious

students. In any event, faculty ‘5 biased attitudes towards male and female students reflect

and reproduce inequitable power relationships that are linked to gender roles.

Inc home is not immune to the hierarchical structure of patriarchy. The patriarchal structure

of society. in which women experience oppression and domination, is also replicated in

families. Hence, in i~milies. certain beliefs about the sexual division of labour are developed

and members experience the effects of gender hierarchies in personal ways (Baber & Alien,

1992 as cited in (Hayers & Flannery. 2000). Even when women work outside the home to

support their families, they are still expected to do most of the housework and ch~l~-care

tasks. Consequently. many women have learned to sacrifice their own needs in the interest

of their families. Furthermore, some women have little say in the decision-making process in

their own homes as a result of their subordinate role in the family. Then. too, women’s

oppressions in the home can be played out in more aggressive ways. Often. women are not

only the victims of verbal and emotional abuse. but are also victims of physical violence.

such as rape and murder. In many families, therefore, women may not question the

husband’s dominant role for fear of repercussion. Indeed, gender oppression is one type of

power relationship that women must deal with in their daily lives. However, other power

structures, specifically racial oppression and class-based oppression. are just as pervasive and

women need to develop strategies to resist these systems of oppression.
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CHAPTER THREE
METHODOLOGY

3.1 Research Design

A research design pros ides the conceptual frame~\ork for the procedures used in collecting

data: it specifies the methods and procedures for the collection. measurement. and analysis of

data. As t~r as this swdy is concernLd. the research question. as ~ dl as the focus of each

cHapter dictates the choice of re ~arch ~igr

This stud) is concerned about the women participation in decision making. The main

purpose v~as to ascertain if \\ omen and men equally participate in decision making process. it

means that the researcher intended to describe give a clear picture of women participation in

decision making.

Considering the purpose of this study and the research questions to be addressed, this study

can be categorized as a descriptive research. Therefore, to achieve the objectives of the study

and answer research questions, a deductive approach was used. This approach is used where,

from the review of related literatureS a theoretical framework is defined, a hypothesis is

stated which is finally supposed to be tasted. As far as research strategy is concerned, a case

study was preferred.

3.2 PopulatiOn of the study

The population of the study consists of all employees of City Abattoir. There are two

hundred employees.

3.3 Sample and sampling procedure

To sample the population of the study. simple random method of sampling was used. From a

population of two hundred employees, sample size was calculated using the following

formula: 1~ 1~
a I I I

= - - (Kbrtl:ari 2004 p.179 I ~

Where N: size of population;

n: Size of sample
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z: Standard variate for given confidence level (as per normal curve area table)

p: Probability of success

q: Probability of failure

e: Acceptance error

For this study:

~: 200

p: 0.8

ci: 0.2

z: standard variate at 95% confidence interval (1.96)

e: Error margin 5% (0.05)

• ~0~SL ~02~ 200
o =

0.05~f 200 — 1.96 .

3346 >c 32
o =

0.4975 * 0.614656

o ~ 111

From a total population of two hundred employees, the sample size was one hundred and

eleven. To prove that the population is representative, the researcher calculated the total

response rate together with active response rate. Neumann (2000) as cited by (Saunders,

Lewis, & Thornhill. 2007, p. 213) gives a formula of total response rate together with active

response rate.

Equation2. 1: Total response rate
Total number of responses

Total response rate = ~oral number in sample — IoeligihL

Equation2. 2: Active response rate
Total number of responses

.~:d~:e LeSpOflSe rite = Total number tn sai~p1e — (ineligible — unreache;ble)
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As far as this study is concerned. out of one hundred and eleven employees, only eighty

participated in the study. The j4searcher failed to reach four employees (most of the time

they are in field) and she realized that seven were ineligible (they work as part timers) the

remaining isithdrew from the study.

:c:a. ::~nnt~ 30 -

Tota~Iespofl5erae~ . . .—=~ ~= ‘~

Tota number of responses
Active : esponse rate = Total number in sample — i ineligible — unreacheable)

80
-

IL.. — I t 4)

With 77% total response rate. and 80% active response rate, the researcher is quite sure that

the sample is representative. Therefore from the information provided by eighty respondents,

an inference can be made to the total population.

3.4 Instrument validity and reliability

To collect primary data. a semi-structure questionnaire was used. The researcher designed

the questionnaire in such format where there were closed and open-ended questions. From

closed questions~ respondents were supposed to pick a response from list and or category

questions. From open-ended. they were expected to give there own opinions. A pilot test

were conducted to ensure the clarity of questions. their effectiveness and the time required to

complete the questionnaire. and to make sure that the questionnaire measures what ft

intended to measure, the researcher assessed its content validity and reliability.

Secondary data
Before considering a way to answer research questions thereby addressing research

objectives, the researcher considered the possibility of reanalyzing data that have already

been collected for some other purpose and views of various authors on variables under study.

To gather secondary data. multiple-sour©(~s and documentary secondary data were consulted.

To en~’ire the validity and reliability of secondary data, the researcher first gathered all

necessary information. In doing so. she took into consideration the methodology used in
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collecting data. how data was analysed as well as conclusion thereby putting much

consideration on documents having similarities and avoiding inconsistent documents.

Even though it is difficulty to assess the authority, validity and reliability of information

from the internet. the researcher paid much attention on those documents having authors. and

the type of thc organisation responsible for the data in order to obtain more information

through which reliability was assessed.

3.5Validity

To test the content validity, the researcher used a panel of four individuals to evaluate

whether each question in the questionnaire is fundamental and valuable. These people were

given the questionnaire that was supposed to be distributed together with the objectives of

the study and research questions1 They were asked to assess the validity of questions in the

questionnaire by ranking them from one to four against objectives of the study, and research

questions. One stood for not relevant, two stood for some what relevant three stood for quite

relevant and four stood for very relevant From there a Content Validity Ratio (CVR) and

Content Validity Index (CVI) were calculated. CVR was calculated by subtracting the total

number of items judged to be not and some what relevant from the total number of items

judged to be quite and very relevant thereby dividing them to a half of people asked to judge

the questionnaire.
—n

CVR ~.

.‘/d%

Where n 4: Number of items or buestions judged quite relevant and very relevant

11.:: Number of items judged not and some what relevant

N: Number ofpeopie asked to assess the questionnaire

60—16 4-.
CVR= 4:~2
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CVP\ =

Content Validity Index was calculated by dividing the total number of items judged to be

quite and ver:’ relevant with obtained content validity Ratio.

This CVI is accepted because normally it should be grater than 0.5 (çVi 0.5~ as argued by

(Okurut & Aguli, 2UU7). The CVI of 0.7 implies that the questionnaire is •vorth to be

administered.

3 .6Relia bility

To test the reliability of the questionnaire; internal consistency or Chrombach Alpha

coefficient was used. This was calculated using SPPS (Statistical Package for Social

Sciences). It is argued by (Okur~t & Aguli. 2007) that for the instrument to be reliable, the

coefficient has to be at least 0.7 and more. Ten questionnaires were distributed for pilot test

and the there were twenty four items in the L1uestionnaire. Data were entered into SPSS and

produced the following information:

\cdcas~s = 10 0 \ofltems= 24

Alph~’ 75/:

The Alpha coefficient of reliability resulted to 0.75 8, which is acceptable

3.7 Procedure followed in conducting the study

Prior to start research, the researcher requested an introduction letter from the school of Post

Graduate studies and presented it to the city abattoir’ s administrator to get authorization to

conduct the research in their organisation. Before distribution of questionnaire~ a pilot test

was carried out to determine the clarity of questions, their effectiveness and the time it was to

take to complete the questionnaire. When those questionnaires were returned to the

24



researcher, some amendments were made. Once the questionnaire was amended, the

researcher started collecting data from the field.

To make sure that the questionnaire is responded by the right person, and to maximise the

likely response rate: the researcher herself distributed to and collect questionnaires from

respondents using self-administered questionnaires. After receiving back questionnaires. data

were scanned to remove irrelevant answers. organized and presented in different forms. The

researchers interpreted findings; finally wrote and submitted the report

3.8 Data analysis

For the purpose of this research. editing was done in the field while conducting the research

and at home as soon as the survey was completed. It was done to assure that the data are

accurate, consistent with other factors gathered. uniformly entered. as completed as possible

and have been well arranged to facilitate coding and tabulation. The researcher put the

collected data in the tables to facilitate the meaning of the information to come out easily and

clearly. Tabulation comprises sorting of the different categories and counting the number of

cases that belong to each category, the simplest way to tabulate is to count the number of

variables, while the number of responscs to questions depended on the sample size.

Qualitative method was used to analyze data collected.

3.9 Ethical Consideration

Throughout research design and gaining access. the research made an effort to avoid harm to

respondents Individuals had voluntary right of participation. a right to privacy and a rigtht to

withdraw partially or completely from the process. they were not pressurised to participate.

Before distributing questionnaires. the researcher had to gain consent from respondents, this

was be done by calling respondents before taking questionnaires to them. The researcher

informed participants the purpose of the study: characteristcs of participants; the

requirements of taking part, the time it was to take. and how data was to be collected.
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CHAPTER FOUR:

ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS

4.1 Overview
This chapter presents data collected form the field. As mentioned in chapter three. sample

size consisted of one hundred and eleven employees, however the researcher distributed one

hundred questionnaires and only eighty employees participated in tii~ study. rhe researcher

failed to reach four of participants, seven were ineligible and twenty employees withdrew

from the study. Thereforc. this chapter presents data collected from eIghty participants. The

findings are presented in four different sections in order to answer research questions.

4.2 Demographic information
This section presents information gathered using section A of the questionnaire.

Gender of respondentS
It is observed from table 4.1 that majority (67.5%) of respondents are male while there

female counterpart represent 32.5%.

Table4. 1: Gender of respondents

T Frequency Percent (%)

— Valid Male

Female

67.5 67.5

100.0

Source: SPSS output 1
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Age of respondents

Majority (60%) of respondents range from twenty six to thirty three years old as observed

form table 4.2. 33.7% are between eighteen and twenty five years old; 5% are between thirty

iour and forty nine ears old and oni) 1 .3% are above 50 years old.

Table4. 2: Age of respondents
Frequency Percent (%) Valid % Cumulative %

Valid 18 to 25 years ~~33~7 33.7

- ~1~26 to 33 years 48 60.0 60M 93.7

34to49 4 5.0 5.0 98.7

Above 50 1 1.3 1.3 100.0

L Total 80 100.0 100.0 ____ ____

Source: SPSS output I

Marital Status

It is observed from table 4.3 that 51.3% of respondents are single and 48.7% are married.

Table4.3: Marital status
I -~ Frequency

~Th

Married 39

SPSS: Output I

~v~al id
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Children

The researcher realised that 63% of respondents have children while 370/o do not have.

Relatedly, those who have children, almost three quarter of them have one to three kids, 17%

have four to six children and 11°/h have more than six children as observed from figure 4.2.

Number of children

Source: SF55 output 2

~\ 1~i e Ehan ~ix
1 1° ~,

~ Foqr~o4

Figure4. 2: Number of children

Educational level
It is observed from table 4.4 that 35% of respondents have certificates: 35% are diploma

holders; 18.7% have bacheIc~’s degree: 6.3% are doctors: 3.7% attended school up to A level

and only 1 .3% are rnaster~s holders.

~Qnetot1u~ee
12%
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35.0 35.()

35.0 1 70.0

18.7 88.7

1.3 90.0

6.3 96.3

z~zL~
Experience

The researcher realised that 43% of respondents have been working at City Abattoir for a

period ranging from one to three years; 23% have four to six working experience: 18%

worked at city abattoir for more than five years and 16% have been working at city abattoir

for less than one year as observed from figure 4.3.

29

iVa1id%~Cui~fflati\’e1

Valid Certificate 28 35.0

1~i p1 oma - L ~-—-

Bachelor degree 15

- Masters degree

18.7

Lz~~
PhD

1.3

Total

Source: SPSS output I



Wm klinz rxpci tenet

Soul cc: SPSS tillIllut 2

Iligure4. 3: Working experience

Li Bd’w. o”.• vca~

ii One to Liii cc ycars

Fotti to s:x yeas

U More than five yea’s

4.3 Decision making process
The researcher wanted to know if decision making process at City Abattoir starts with

identification of goals to be achjeved. It is observed from table 4.5 that 51.3% agreed that

decision making process starts with identification of goals to be achieved while 18.7%

disagreed and 30% do not know if this is done.

18% 16%
I’
a

3

23%
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Table4. 5: IdentificatiOn of the decision and goals to be achievç~
FreqUency i Percent Valid ?/o Cumulative

\o15~l8.7 18.7 70.01
- -

Do not 24 30.0 30.0 100.0
know I1
Total 80 I 100.0 100.0

Source: SPSS output I

Collection of facts

One third of respondents said that they do not know if decision makers at City Abattoir

collect necessary information to support their decisions, 38.7% said that it is not done and

31.3% said that it is done as observed from table 4.6.

42.5% agreed that after collecting information possible alternatives are considered, 4O°/o said

that the contrary and 17.5% do not know if it is done as observed from table 4.7.

Source: SPSS output 1
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Cumulative %

40.0 ~40.0

Do not know 1 14 1 17.5 1 1 7.5 l00~

~

Source: SPSS output 1

Evaluation of effects

A half of respondents. who said that possible alternatives arc identified, agreed that each and

every alternative is evaluated in order to find out the eftbcts, 35% said the contrary and 15%

do not know if this is done as observed from figure 4.4.

Evalna (ion of effects

Source: SJ’SS 011(1)11 t 2

Figure4. 4: Evaluation of effects

Yes 42.5

No 32

Don~t know
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In addition, 47% agreed that before maldng the final decision. risk associated with each and

every alternative is assessed, while 24% said the contrary and 29% do not know if risk

assessment is done. Furthermore. 56% of respondents agreed that after making the final

decision. the implementation follow immediately, while 44% disagreed. Finally. 65% of

participants said that evaluation of the decision is made to ensure that the problems identified

in step one is solved or not, if not solved, necessary actions are made.

4.4 Strategies to Empower women to parti.ipate in .ic~ision makin; process
The researcher wanted to know if women are given opportunity to participate in decision

making process. 43.3% agreed that women are given opportunity. 32.5 % disagreed and

23.8% do are not sure as observed form table 4.8.

Table4.8: 0 p~rtunj!y ~w~saP!FQ(4Pate In decj#n mal4~g
Frequency Percent (%) Valid % Cumulative

Valid Yes 35 — 43.8 43.8 43.8

- No 26 32.5 32.5 76.3

Not sure 19 23.8 23.8 100.0

Total 80 100.0 100.0

Source: SPSS output 1

~Vomcn’s AssocIatIOn

It is observed from table 4.9 that a half of respondents said that, at City Abattoic. there is no

association ofwomen. 35% said the contrary and 15% do not kno’s if this association exist.
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Access to higher education

The researcher observed that women are given opportunity to access higher education as

agreed by 43.7% of respondents; 40% said the contrary and 16.3% do no knox~ as observed

Iiom table 4.10.

Table4. 10: Access of women to hiaher education
Frequency Percent (%) Valid % Cumulative

%I

Valid — Yes 43.8 43.8 43.8

No 32 40.0 40.0 83.8
Do not 13 16.3 16.3 100.0
know

~~tal 80 100.0 100.0

Source: SPSS Output



4.5 Barriers preventing women to participate in decision making process
Discrimination during appointment

it is observed form table 4. 11 that almost a half (45%) of respondents said that women are

not discriminated during appointment and promotion. 30% said that they are discriminated

and 25% are not sure.

Tab1c4.ij!~)iSci~P~ of wo n.dring appointment and promotion
Frequency Percent (%) Valid % Cumulative

~i___~
Val1~ Yes .24 30.0 30.0 ~O.0

Not sure! ~ö j~O~ ~id iöo~o

fOo.o~ zHz~
Source: SPSS output 1

The researcher asked participants if stress of the family is a barrier to the performance of

duties. 69% disagreed~ 20% do not know and 11% said yes as observed from figure 4.5.

( ~ii(UjhtL(l~~ll ~if stii.~ss ~ I Ii~ t’amilv

Stirce: 51>55 uutpu 2

Don I know ~
2 O~

~vJ
No
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Figure4. 5: Stress of the family

Alienation from male culture

~t is observed from table 4.12 that 45% of participants agreed that male counterparts do not

alienate them. neither do they not resist from ~ omen~s par icipation ~n decision making:

33.7~’o said the contrary and 21.3% do not know.

TableJ. 12: Alienation from male culture and resistance to women in management positions
Frequency Percent (%) Valid % Cumulative

Policies and legislation to ensure the participation of women in decision making process

The researcher wanted to know if at city abattoir there exist policies and legislation to ensure

participation of women in decision making process. As observed form figure 4.6. 56% of

participants said that those policies d not exist. 20% do not know if they exist and 24% said

that those policies exist.

Valid

know

Total

Source: SPSS output

21.3

1

100.0

3b



Policies that ensure paiticil>atiofl of w’omeiI iii decision inakin~z

Soijice: SF55 on (flut 1

Dont kno~ Yes
24%

Figure4. 6 Existence of policies to ensure participation of women indecision making
process

Other barriers preventing women to participate in decision making process
It is observed from figure 4.7 that among other barriers preventing women to participate in

decision making process include family attitudes as mentioned by 52% of participants.

cultural stereotyping as mentioned by 34% and 14% mentioned career interruption.
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Other barriers

Cuftura~
stereotyping

34%

Career
interruptions

i’f%

Figure4. 7: Other barriers preventing women to participate in decision making

Family attitudes
52%

I
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CHAPTER FIVE:
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Overview

This final chapter of the study is divided into five different sections. Section one discusses

lindings presented in chapter four in relation to the existing literature, as reviewed in chapter

t~vo: the second section presents conclusions of the study; section three points out possible

recommendations section four highlight problems encountered while conducting the study

as well as limitations of the study and the last section identifies areas for further researches.

5.2 DiscussiOns of the study

This section of the chapter discusses information gathered from the field in relation to the

existing literature in order to answer research questions.

52.1 Women’s participation in leadership and decision making process at City Abattoir

The first objective of the study was to find out the extent to which women participate in

leadership and decision making process at City Abattoir. The researcher realised that

although majority (67%) of employees are men, women participate in leadership and

decision making process because the manager and subordinates are women.

The researcher tbrther observed that 50% of women are aged between eighteen to twenty

five years old, while majority (66.7%) of their male counterparts is aged between twenty six

to thirty three years. In addition. the researcher noticed that 51 .9% of male are single. while

50% of their female counterparts are married.

As far as education is concerned, the researcher realised that 46.2% of women have

certificate and 40.7% of their male counterparts are diploma holders. The total number of

employees who have a master’s degree are female and the total number of employees who

have PhD are male. On the side of working experience, the researcher realised that 44% of

women have been at city abattoir for a period ranging from four to six years. and 50% of

theit male counterparts have been working for a period ranging from one to three years.
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5.2.2 Decision making process

According to (McDaniels, 2005) the most significant step in any decision making process is

describing why a decision is called for and identifying the most desired outcome(s) of the

decision making process. As far as this study is concerne& the researcher observed that at

City Abattoir, the decision making process starts with identification of goals to be achieved

as mentioned by majority of participants.

The second step in decision making process consists of collection of information is order to

identify possible alternatives. (Leslie & Lloyd, 2000) states that most decisions require

collecting pertinent information. Even though 38% of respondents argued that at city

abattoir, decision makers do not collect necessary information to identify possible

alternatives, 31.3% said the contrary. In the researcher’s view, this can imply that not all

employees participate in decision making, or they do participate unknowingly. This is also

justified by the fact that 30% of respondents do not know what is going on in their

organisation.

The collection of necessary information is followed by evaluation of identified objectives as

agreed by 50% of respondents, during this exercise, effects together with risks associated

with each and every alternative are identified in order to choose a decision with minimum

risks. This come to support (Leslie & Lloyd, 2000) who said that decision makers have to

draw attention on information and emotions to imagine what it would be like if you carried

out each of the alternatives to the end. Decision makers must evaluate whether the problem

or need identified would be helped or solved through the use of each alternative. Eventually

decision makers are able to place the available alternatives in priority order, based upon their

own value system.

Once all the evidence has been weighed, decision makers are ready to select the alternative

which seems to be best suited to them. Decision of the best alternative is followed by

implementation. Although people in an organisation have a common understanding on what

is to be done, everyone has.his or her ways to carry out tasks.

Additionally, the implementation of the decision made is affected by the environment in

which the organisation works in (internal and external). Internal environment which can

affect the implementation of decision include lack of financial resource and or limited skills
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by employees. On the other hand. external factors that can affect the implementation of

chosen decision include government regulations, economic conditions, and changes in

technology among others. This ~‘ill lead to the final step of decision making process which

entails to evaluation of the decision made. In this phase, managers assess the achievements

against nropOSeQ actions. if there is a difference between the two. then there is a necessity to

go hack and flnd out the right answer to the problem.

5.2.3 StrategieS to empower women to participate in decision making process

According to (Corner, 2007) empowerment of women to be active in decision-making

process and to he equal partners in the labour force and business environment, is a sure way

for countries to solidify social gains and boost competiveness. Relatedly, it is argued that

empowerment of women can be done through education, organisation and networking.

As far as this study is concerned, the researcher realised that at City Abattoir, women are

given opportunity to participate in decision making as argued by 43.8% of respondents. On

the side of education, the researcher realised that, although 43.8% of respondents agreed that

women are given opportunities to go for higher education, 46.2% of women have certificate

and 46.2% attended university. This shows that there is still a lot of efforts needed to educate

women.

It is argued by (Dugan, 2003) that poor people have no voice because they have no

organization. An organization gives people a way of expressing their group needs in a way

that cannot be ignored. In addition, (Dugan, 2003) asserts that members of disenfranchised

groups can realize and extend power through networking with others, both inside and outside

their own social groups. However, this study found that at City Abattoir, women do not have

an association, where they can share ideas and experience.

5.2.4 Barriers preventing women to participate in decision making

The researcher found that the main barrier preventing women to participate in decision

making is the family attitude as mentioned by 52% of participa”ts. This is in relation to \vhvt

(Baber & Allen, 1992 as cited in (Hayers & Flannery, 2000) said that in families, certain

beliefs about the sexual division of labour are developed and members experience the effects

of gender hierarchies in personal ways. Even when women work outside the home to
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support their families, they are still expected to do most of the housework and child-care

tasks. Consequently, many women have learned to sacrifice their own needs in the interest

of their families.

The second barrier preventing women to participate in decision making process consists of

cultural stereotyping as mentioned by 34% of respondents. This implies that there is still

perception that there are some particular tasks that women can perform and others they

cannot. or they have to do works which do not prevent them to perform household

responsibilities1 which was also observed by (Hayes & Flannery. 2000, pg. 35). These

authors argue that more women than men work part-time, in most cases to accommodate

childcare and household responsibilities. Women are often in positions that have limited

power and autonomy and are more likely to be secretaries than managers, teachers than

principals and nurses than physicians. Sometimes. this perception contributes to the

discrimination of women during appointment and promotion although ft is not the case for

this study as 45% ofparticipants said that appointment and promotion is made on merit

Furthermore, the researcher discovered that at City Abattoir, there are no policies and

legislation to ensure equal participation of women in decision making; this was advanced by

S6% of respondents. Participation in decision making process is a women’s right among

other, so when there are no policies to protect women. they do not feel comfortable neither

they are not encouraged to take the first to fight for their right As far as stress of the family

is concerned, the researcher realised that most of participants do not face this problem.

87.5% of people who said that they experience this challenge have four to six children.

Therefore, it can be said that the stress of the family depends on the number of kids someone

ha&

5.3 Conclusions

Throughout the discussions. the debate has been on women Participation in the decision

Making Process of Private institutions. Therefore, f;c”m analysis and discussion of findings,

and existing liter4gre, but in conformity with research question and objectives, a set of

conclusions can be drawn.
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The increased presence of women in decision-making positions does not, however,

automatically ensure attention to gender equality in decision making processes. An increase

in the numerical representation of women in decision-making positions has to be

complemented by increased substantive representation and the capacity to influence

decision-making. It is important to increase the number of women in leadership positions in

order to ensure a positive impact on policy formulation and implementation.

At city abattoir. the process of making decision starts with defining the problem and

identifying goals to be achieved: it ends with evaluation of decision made. Throughout the

process. information is gathered to discover possible alternatives to solve the identified

problem. These alternatives are evaluated to assess risks associated with each and every

alternative in order to select one with minimum risks. Once the decision is made, employees

are called upon implementation. However~ because people have different ways of handling

tasks, the implementation is followed by evaluation of people’s achievements to see if the

problem was solved in order to make future action.

While women are given opportunity to improve their skills trough education and training;

inexistence of women’s association and lack of policies and/or legislation to ensure

participation of women in decision making imply ineffective strategy to empower women to

participate in decision making process at City Abattoir.

With regards to bafflers preventing women to participate in decision making process, it is

concluded that family attitude is the main barrier discouraging women to participate in

decision making process. However, once qualified women are given equal opportunity to

appointment and promotion. In addition, cultural stereotypes perpetuate discrimination

against women in acccss to decision-making positions. They contribute to the so-called glass

ceiling phenomenon~ which prevents women from reaching senior decision-making

positions.

5.4 RecommendationS

In light of the discussions of research findings, and the ~ubsequent conclusions the following

recommendations will be of a generic naturef - —

Representation of women at high level of decision making is not:
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While gathering information on decision to be made, managers of City Abattoir should give

opportunity employees at all levels to participate in decision making process. This means that

managers should allow employees to freely give out their opinion on what is to be done.

Therefore, decision makers will have information and a set of alternatives from which the

best alternative will he chosen;

Factors that contribute to the increase in the number of women in decision-making pQsitions

include an enabling legislative environment, and advocacy from the women’s movement

Therefore, private institutions are argued to put in place policies and regulations that ensure

participation of women in decision making process. In addition, they should encourage

women to form associations or :groups where they can gather and share infonnation and

experiencc

Equal participation can be greatly enhanced and promoted by the involvement ofmen, in

particular in relation to questioning cultural stereotypes, including those concerning men’s

and women’s roles in the family and in professional life.

5.5 LimitatiOnS of the study

This study has several limitations. First, data are obtained from a single organisation. This

approach has advantage of facilitating detailed study of subject in which we axe interested,

but it has a disadvantage of generaliZabilitY of findings. This means that the results of this

study are limited by the sample and measures used which makes external validity difficult to

measure. Therefore, findings are applicable to the case study used, so it is difficult to say that

these results are relevant to all private organisations all over the whole country, or in the

region.

In most distributed questionnaire5~ there is a self-selection bias in our study. It is possible

that only people interested in the project topic participated.

The researcher realised that limited literatufre exists on gender participation in decision

making process in private institutions as most scholars emphasize on gender participation in

political environment -
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5.6 Areas for further research

Findings of this study contribute to the understanding of women pa~icipatiOfl in decision

making process in private institutiOfls therefore future studies can be built on these results to

complete the picture
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Appendices

Appendix A: Introduction Letter from KIU

P,O.BOX 20000

KAMPALA KAMPALA- UGANDA.
INTERNATIONAL UNIVERSITY TEL:.041-266813

SCHOOL OF POSTGRADI tATE STUDIES AND RESEARCH

4th FebrUarY 2009

TO WHOM IT MAY CONCERN

Dear Sir/Madam,

This is to inform you that the above named is our registered student
in the School of Post Graduate Studies pursuing a Master of A~s in Human Resource
Management (MA-FiRM)

She has completed her taught Modules and is left with her Research Project
titled:”Geflder and ParticiPation in Decision Making Process of Private Firms: A
case study of City AbattOir~KamP~a

Any assistance rendered to her will be highly appreciated.

Yours fai1h,t~4~lY,

Prof. wolabi 0. Samuel
DIRECT0R~5O°L OF POSTGRADUATE STUDIES AND RESEARCH
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Appendix B: Letter from City Abattoir
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Appendix C: Semi-Structured Questionnaire

This questionnaire is presented to you to help me to carry out my research work in pa~iai

fulfillment of the requirements for the award of a Degree of Masters of Arts in Human

Resource Management. My research topic is “Gender and perceived participation in decision

making in Private universities, a case study of Kampala International UniversitY”. Answering

all the questionS truthfully will be your important contribution of my research work and to

improve decision making process in private universities. I promise you that your answers

will be strictly conl1dential and used only for the academic research purposes.

My name is Nakajubi Safina

Instructions Cross (x) the answer of your choice among the alternatives provided, where
there is space, feel free to give you opinion

SECT ION A: DEMOGRAPHIC INFORMATION
I. Gender

~ Male
~ Female

2. Age
8 to 25 years old

~ 26 to 33 years old
~ 34 to 42 years old
~ 43 to 50 years old
~ Above 50 years old

3. Marital status:
~ Single
~ Married

E~ iD~vorced
~ Widower

4. Do you have children?
Yes

~No

5. Educational level
~ Diploma

Bachelor degree
~ Masters Degree
~ PhD
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EEl Others (Specify)

6. Working experience in related work j
EEl Below one bear ~Jll ~

EE One to three years MAIN
~ Four to six years LIBRARY

EE More than seven years \ * DATE:\~
7. l)epartment Facult) ;( ~

8. \\ hat is the position do you hold .your epartment/Iaculty?

SECTION B: PERCEIVED PARTICIPATION IN DECISION MAKING
9 1 have been a member of important decision making committee in the department

EEl Yes
EENo

10. 1 feel my voice is heard in department and committee meeting of the department
EE Yes
EEINo

11. I have been a member of important decision making committee in the faculty
EE Yes
lEliNo

12. I feel my voice is heard in department and committee meeting of the faculty
EEl Yes
EEINo

13. I have been a member of important decision making committee at the university level
EE Yes
EZNo

14. 1 feel my voice is heard in university level committee meetings
EEl Yes
EENo

15. My point of view is given at least equal consideration to that of m~ colleagues
concerning important decision

EEl Yes
EENo

16. 1 would ha~ e as equal an opportunity as my colleagues to acquire an administrati~ e
role in the universit) ii’ desired

EEl Yes
LZINo

17. Is there a senior member of your department who:
EE Provides advice on academic matters
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EEl Who involves in research projects
IEEI Advises on criteria for promotion and tenure MA i N
~ Provides information on a~ai1ab1e opportunities ‘3 LIBRARY

DATES

18. I have a network of colleagues at the unix ersit~ who help me ke~ ahead of~V~t’s
~ Yes
~No

19. 1 have a net\~ ork of colleagues at the unix ersit~ ~ ho ad~ ise and support me in m~
career and m~ academic concerns

EEl Yes
EEINo

SECTION C: APPROACHES OF DECISION MAKING
20. Do you share ideas and analyse, and agree together with workmates upon a decision

to implement in youi department?
~ Yes
~No

2 1. Does the senior manager seek your advice before taking the final decision?
EEl Yes
~No

22. Decisions in your organisation are based un facts not on feelings of senior managers
EEl Yes
~No

23. When making decision. information is gathered on different and available
opportunities, then:

EEEI The best possible solution to the problem is chosen
~ The satisfactory solution is chosen

The a1ternati~ e chosen is the one with maximum possible payoff
~ The alternative ‘~ ith the highest minimum worst possible outcome is chosen

SECTION D: DECISION MAKING PROCESS
24. The process of making decision at KIU starts with identifying the decision to be made

together with the goals it should achieve
EEl Yes
~No

25. In the process of making decision, many facts are gathered inside and outside the
organisation and within the limits of time imposed on you and your ability to process
them

EEl Yes

—
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~No

26. After gathering fact, a list of all possible a emativeS is made
~ Yes
EZ~No

27. In evaluating available alternatives, both negative effects (cost. consequences.
problems created. time needed, etc.) and positive (money saved, time saved, added
creativity or happiness to company or employees) are considered
~ Yes
~No

28. Risks associated with each alternatives are rated to hunt the best solution
~Ei Yes
~1No

Thank ~ou for your cooperation!

I N ‘.~_—J ~

F.
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