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ABSTRACT
The purpose of the study was to establish the extent to which gender mainstreaming practices influenced women career advancement in Bank of Uganda (hereafter BOU). Specifically, the study strived to establish the extent to which internal recruitment practices, women safety practices and work-family balance practices influenced women career development in BOU. The study used a cross sectional design adopting both quantitative and qualitative approaches on a sample of 93 respondents. Data was collected using questionnaire and interview guide. The study found out that internal recruitment gender practice predicted 45.7%, Women safety practice predicted 46.6% while Work-family balance predicted 36.3% of the variance in women career advancement. The study concluded that the problem of women career advancement in BOU prevailed and was highly associated with procedural inequality in internal recruitment and lack of an adequate gender affirmative action in internal promotion process, sexual harassment, bullying, inflexible forms of work and inadequate employee assistance programs.  The study recommends that to foster women career advancement and contribute to achievement of the MDG III, the management of BOU should strongly commit itself to affirmative action by gender mainstreaming. The internal recruitment process should be adopted (with affirmative action) in the identification of talents for development (succession planning) to take up future managerial positions. The BOU management should strengthen the sexual harassment practice and concretize the bullying practice through sensitization/awareness building and taking of adverse disciplinary action on proved cases, continuously exploit and adopt flexible work forms and explore the provision of adequate employee assistance programs such as day care centers and facilities, as well as sabbatical leave. 
CHAPTER ONE

INTRODUCTION

1.1
Introduction 

The study focused on the gender mainstreaming and women career advancement at Bank of Uganda (BoU). Gender mainstreaming was the independent variable while women career advancement is the dependent variable. The Millennium Development Goal (MDG) three required national governments to develop or strengthen government machineries to promote women’s equality; integrate gender perspectives in legislations and public practice; and generate and disseminate gender disaggregated data by 2015 (Walby, 2009). What instigated this study was that:  
With three years left to the MDG targets, recognized institutions which are supposed to be exemplary in gender mainstreaming are still embroiled in workplace gender disparities questioning the level of institutionalization of gendered workplace policies for promotion of women equality (OECD Employment Outlook, 2012). 
This chapter presents the background to the study, statement of the problem, objectives of the study, research questions, study hypotheses, conceptual framework, scope of the study, significance of the study, and operational definition of key terms and concepts used in this study. 

1.2
 Background to the study
1.2.1. Historical background 

Before the 18th and 19th centuries women were condemned to perform agricultural and other related physical labor in mines until the passing of the Mine and Collieries Act in United Kingdom in 1842 when women were allowed to work for  a wage and eventually a salary. At the turn of the 19th century, many women entered into the paid labor as it provided some insurance against the possibility that their husbands might become too ill or injured to support the family (Joan, 1993). However, inequality in gender enrollment and wages existed yet pregnant women worked up until the day they gave birth the reason being that many women could not afford unpaid leave as provided for in the 1891 laws related to maternity leave (Joan, 1993). 
Claudia (2006) refers to the period 1890 to 1930 as the quiet revolution and noted that the increase of women in the labor force of western countries gained momentum yet the women in the workforce were typically young and unmarried. They had little or no learning on the job and typically held clerical and teaching positions. However, the period 1930 and 1950 marked the transition era when the discriminatory institution of marriage bars, which forced women out of the work force after marriage, were eliminated, allowing more participation in the work force of single and married women.  

Lynn (1991) noted that during the period 1975 to 1985, the United Nations, in an attempt to reduce global discrimination against women, initiated a series of conferences, declarations, covenants and conventions most of which were to provide generally acceptable models of legal equality of the sexes aimed at not only helping to identify and remove some of the obstacles women face but raise the status of women at national, regional, and international levels in response to women career marginalization. Similarly, Walters and Mason (1994) reports that as at 31st October 1989, only in four countries did women hold about 24% of top decision-making positions despite laws and practices which establish equal pay and employment rights. 
In Africa, it is only recently that attention has been paid to problems faced by women in the workplace and management positions. Most Africa governments including Uganda adopted the various UN gender related treaties such as a national women’s empowerment practice, the signing of a number of UN conventions on women, the Commission on Gender Equality, the Women’s Charter for Effective Equality (1993). The UN Treaties were complemented by the Constitution of the Republic of Uganda (1995) but the fact remains that women employees fill the lowest ranks of organizations, find it difficult to rise to senior and executive management levels, and are not benefiting from government practices and legislation to advance in their careers. 
Mathur-Helm (2005) noted that present-day organizations in both developed and developing countries are now trying hard to meet global needs by transforming their human resource practices to gain respect and promote the rights of all its citizens irrespective of race, gender, class, age, and disability although still constrained in achieving the goal of equal opportunity in career advancement for women. 
This study was intended to assess the influence of organizational gender practices and women career advancement in Uganda. By studying a national parastatal in Uganda, a country with relatively good success at advancing women practices and an organization where women are already prevalent but struggling to break the “glass ceiling”, this study was intended to build on existing research to better understand the persistent practice barriers restraining women’s equitable representation in senior management positions which in turn constrains the achievement of the MDG No.3 requiring national governments to develop or strengthen government machineries to promote women’s equality; integrate gender perspectives in legislations and public policy; and generate and disseminate gender disaggregated data by 2015. 
1.2.2. Theoretical background 

The study was underpinned by two theories of the Human Capital Theory by Becker (1964) and the gender socialization theory by Acker (1990) which are briefly reviewed in this subsection but were detailed in Chapter two. The Human capital theory (Becker, 1964) asserts that individuals who invest the most in human capital attributes such as education, training, and experience are expected to show higher chances of career advancement and an individual’s career progression and success is contingent upon the quantity and quality of human assets one brings to the labor market and that the skills and experiences that individuals bring to their work are related to their promotions. Some scholars have noted a gender difference and posit that the lack of experience and job tenure is the major reason why women are not yet well-represented among senior management (Davies-Netzley, 1998; Ragins et al., 1998). The human capital theory and its supporters underpinned this study in identifying how women career advancements have been influenced by the possession of the desired skills and the enabling gender sensitive practices required for career advancement at BoU. 
The gender socialization theory by Acker (1990) asserts that women and men are socialized to behave in gender appropriate ways from an early age. Therefore, women seek out jobs that best allow them to do their gender. In support of the gender socialization theory Eagly et al., (2000) noted that the differential social roles inhabited by women and men will contribute to the division of labor. Women’s worlds are thought to include a particular type of labor, namely care for others and maintenance of relationships, whereas men’s worlds are characterized by individual thought, independent achievement and success based on competition and hierarchy (Maier, 1997). These expectations produce gendered stereotypes which are, in turn, used to support the traditional sex roles (Heilman, 2001; Lyness & Heilman, 2006; Schein, 2001). The gender socialization theory underpinned this study in examining the gender discrimination in internal recruitment and the work-family influences on women career advancement in the BOU. 
1.2.3. Conceptual Background 

The United Nations Economic and Social Council (1997) defined the concept of gender mainstreaming as:

Mainstreaming a gender perspective is the process of assessing the implications for women and men of any planned action, including legislation, policies or programmes, in any area and at all levels. It is a strategy for making the concerns and experiences of women as well as of men an integral part of the design, implementation, monitoring and evaluation of policies and programmes in all political, economic and societal spheres, so that women and men benefit equally, and inequality is not perpetuated. The ultimate goal of mainstreaming is to achieve gender equality.

Gender mainstreaming includes gender-specific activities and affirmative action, whenever women or men are in a particularly disadvantageous position and are necessary temporary measures designed to combat the direct and indirect consequences of past discrimination (Campbell, Fitzgerald & McSorley, 2009).  The key principle in gender mainstreaming is that the responsibility for implementing the mainstreaming strategy is system-wide, and rests at the highest levels within organisations. Other principles included establishment of an adequate accountability mechanisms for monitoring progress need to be established. Secondly, the initial identification of issues and problems across all area(s) of activity should be such that gender differences and disparities can be diagnosed. Thirdly, the assumptions that issues or problems are neutral from a gender-equality perspective should never be made. The fourth sub principle is that Gender analysis should always be carried out (Benschop  &Verloo, 2006). 
This study specifically focused on gender mainstreaming under the dimensions of equality in internal recruitment, women safety, work life balance and their contribution to women career advancement. Each of these concepts is reviewed in the proceeding paragraphs.. Career advancement is typically defined as an on-going series of stages characterized by unique concerns, themes and tasks (Greenhaus et al., 2000). A common underlying assumption behind these stage models of career development is that there is a series of predictable tasks that happen at more or less predictable times during the course of a career (O’Neil & Bilimoria, 2005). This study conceptualized career advancement to include job related training and development and the resultant promotions to hold top managerial positions. 

Most scholars agree that gender safety at the workplace tends to focus on women sexual violence and bullying (Berdahl, 2007; Chappell & Di Martino, 2006; Sipe, et.al., 2009). Sexual harassment is defined as ‘unwanted conduct of a sexual nature or other conduct based on sex affecting dignity of women and men at work (Sipe, et.al., 2009). In support Chappell and Di Martino (2006) noted that sex-based violence at work is a very complex issue, rooted in gendered power relations in the society, the economy, the labour market, the employment relationship and organizational culture. Bullying is any verbal, physical or psychological aggression engaged in by an employer against employees or by an employee or a group of employees against another employee. It can take the form of intimidation, isolation, victimization, exclusion, shouting, abusive behavior, constant criticism or nagging, verbal threats, physical threats, humiliation, excessive controlling behavior, unreasonable behavior or task assignment or posters, banners, e-mails and emblems that cause offence to women (Berdahl, 2007).  
Workplace actions to combat gender-based violence may include regulations and disciplinary measures; practice interventions against violence; disseminating information about positive examples of innovative legislation, guidance and practice; workplace designs that may reduce risks; collective agreements; awareness raising and training for managers, workers and government officials dealing with or exposed to violence at work; designing and putting in place procedures to improve the reporting of violent incidents in conditions of safety and confidentiality (McCann, 2005; Sipe, et.al., 2009). This study conceptualized women’s safety to include protection from sexual harassment and bulling. 
Work-life balance is a broad and complex phenomenon, lacking in a universal definition. Greenhaus et.al., (2003) define work-family balance as the extent to which an individual is equally engaged in and equally satisfied with- his or her work role and family role. Work-life balance consists of three components; time balance refers to equal time being given to both work and family roles; involvement balance refers to equal levels of psychological involvement in both work and family roles and finally, satisfaction balance refers to equal levels of satisfaction in both work and family roles.  
The work-family balance encompasses a range of interventions to rectify Work Interference with Family (WIF) and Family Interference with Work. FIW conflict occurs when family-related responsibilities interfere with work-related roles, and WIF conflict occurs when work-related responsibilities interfere with family-related roles (Thompson et al., 2004; Noor, 2004). Each type of work-family conflict is associated with unique work-and-family-related antecedents and outcomes. Kinnunen and Mauno (1998) noted that the best antecedents of FIW conflict are family-domain variables while work-domain variables are mainly the best antecedents of WIF conflict (Fu & Schaffer, 2001).  
Employee Assistance Programs (here after, EAPs) are common work-family balance interventions and typical examples of EAPs included providing assistance in the areas of personal issues, relationship issues, eldercare, childcare, parenting issues, harassment, substance abuse, job stress, financial or legal and family violence. Employers can offer a range of different programs such as flexible working arrangements in the form of part-time, casual and telecommuting work, compulsory leave, strict maximum hours and foster an environment that encourages employees not to continue working after hours (Spinks & Moore, 2002). 
Other Work-family balance practices may include flexible hour arrangement such as job-sharing, flexi-time and part-time working; flexible leave arrangements such as career breaks, sabbaticals and parental leave; availability of information on possibilities and emergency childcare (Thornthwaite, 2004). This study conceptualized work-life balance to include provision of work flexibility and employee assistance programs. 
1.2.4. Contextual background 

The Constitution of the Republic of Uganda Article 33 specifically states that: Women shall be accorded full and equal dignity of the person with men. It is therein stated that the State shall provide the facilities and opportunities necessary to enhance the welfare of women to enable them realize their full potential and advancement. It is further stated that the State shall protect women and their rights, taking into consideration their unique status and natural maternal functions in society. Similarly, the Employment Act of 2006, Section 7(4), Every employer with over 25 employees is required to have in place measures to prevent sexual harassment occurring at their workplace.�Section 7(1) of the employment Act, 2006 states that an employee shall be sexually harassed if his/her employer, or a representative of the employer directly or indirectly asks an employee for sexual intercourse, sexual contact or any other form of sexual activity (Ondyer, 2010). However, a poll commissioned by The New Vision, on 18th January 2011 shows that Ugandan workers, both male and female, were being harassed sexually with 16.2% of the 10,228 respondents accepting to have experiences sexual discrimination at the workplace. The Centre for Domestic Violence Prevention, agrees that sexual harassment takes place at workplaces, many times unreported and attributes it to the socialization process in our culture, where women tend to view some forms of harassment as the first steps of initiating a normal relationship (Namugoji,  2011).  

In an effort to promote equality, BOU put in place a set of gender sensitive policies as detailed in its Administration Manual (2012).  The manual clearly states that the Bank shall be an equal opportunity employer. The Bank shall not discriminate any employee on the basis of race, colour, gender, religion, political opinion, national or social origin, HIV status or disability, which has the ability of nullifying or impairing the treatment of an employee or preventing an employee from obtaining any benefit under a contract of service (BoU, Administration Manual, 2012). Furthermore, there is a practice statement that the principle of non-discrimination shall apply to recruitment, development and retention of employees. Accordingly, sexual harassment shall not be tolerated.  
The selection process for promotion is such that an officer’s rank within the Section shall depend on the required skill level of the officer’s position, relative performance of the officer and probable market salary rates for the position. To this effect, recommendations of promotions are based on the Heads of Departments considered opinion where he/she is required to recommend three names from all categories of staff from Heads of Division and below to the Heads of Function. The manual states that the HR Department shall forward names of 10 best overall performers in the active staff in the categories of Executive Officers, Officers, Clericals and Support staff to EXCOM for approval based on the current year’s annual performance appraisal results and the strategic innovativeness criterion (BoU, Administration Manual, 2012).  However, even with such elaborate and detailed gender related practices emphasizing equality in the selection process, there are few women in the senior managerial positions of the Bank with three out of eleven Executive Directors and four out of eleven Directors in BoU. 
Mwanje (2006) equally noted that although BoU has always had a career advancement practice in place since its inception in 1966 to facilitate among others, the promotion of career and professional development of staff, preparation of staff for higher responsibilities and the synchronization of required knowledge, skills and attitudes to the need for performance improvement.  The above practices however seem not to have lived their expectations as women in BoU experience the ‘glass ceiling’ effect which prompted this study to examine the extent to which gender practices influenced women career advancement at BoU.  
1.3    Statement of the problem 

The Millennium Development Goal (MDG) three required national governments to develop or strengthen government machineries to promote women’s equality; integrate gender perspectives in legislations and public policy; and generate, promote women’s equality through gender mainstreaming practices as well as zero tolerance to sexual violence and bullying at the workplace (Walby, 2009). Despite that expectation, women are still poorly represented in senior and decision making positions thirteen years down the road of the MDG on gender equality (Walby, 2009). In Bank of Uganda for example, the number of women breaking the glass ceiling in BOU is still under par with only three women out of 11 executive directors (BOU Strategic Plan, 2012-2015). The current situation exhibits forms of discrimination (whether intentional or not) that manifests itself in management’s supple and implicit commitment to gender equity in the Bank’s human resources management policies. There are no special strategies that directly target gender mainstreaming by linking women to existing opportunities/training programs in the workplace and adoption of special strategies for promoting female access to management and leadership positions as spelt out in the  , the MDG number three.  
The lack of specific programs to help women cope with work-family demands and responsibilities in essence has created gender disparity in the organization (BOU, Administration Manual, 2012). Should the Bank not improve on its efforts to achieve a more diverse workforce in terms of having a clearly defined strategy or philosophy for the development of women into leadership roles, this type of bias will limit the talent pool and skill set necessary for increased innovation and creativity. This study therefore intended to provide empirical evidence on the influence of gender mainstreaming practices on women career advancement at Bank of Uganda. 
1.4
 Purpose of the study 

The purpose of the study was to establish the extent to which gender mainstreaming practices influence women career advancement at Bank of Uganda.
1.5
Objectives of the study 

1. To establish the extent to which the internal recruitment practices influence women career development in BOU.
2. To establish the extent to which the women safety practices influence women career development in BOU.
3. To establish the extent to which the work-family balance practices influence women career development in BOU.
1.6
Research questions 

1. To what extent do the internal recruitment practices influence women career development in BOU?

2. To what extent do the women safety practices influence women career development in BOU?

3. To what extent do the work-family balance practices influence women career development in BOU?
1.7
 Research hypotheses

1. Internal recruitment practices significantly influence women career development.
2. Women safety practices significantly influence women career development.
3. Work-family balance practices significantly influence women career development.
1.8
Conceptual framework

Independent Variable 






Gender mainstremaing practices 









Dependent variable 









Figure 1 showing the relationship between gender mainstreaming practices and women career advancement.
Source: Adopted with modifications from Human Capital Theory by Becker (1964) and Gender Socialization Theory by Acker (1992). 
1.9
Scope of the Study
1.9.1. Content scope 
The study concentrated on gender mainstreaming practices related to equality in internal recruitment, gender safety and work-family balance as dimensions of the independent variable. The study also considered women career advancement under the indicators of training and development and the eventual promotions to top management positions in BOU. 

1.9.2. Geographical scope 

The study was carried out at the Bank of Uganda to find out what factors constrain women in this organization. Bank of Uganda is located along Kampala Road, Kampala, Uganda. 
1.9.3. Time scope 

The study covered the period 2008-2012 the period Bank of Uganda was implementing its three year short term plan but recorded a low number of women in managerial positions which could be attributed to the prevailing inadequate gender policies. 
1.10
Significance of the study 

The study findings are useful in the following ways. To the management of BOU, the study helps evaluate and provide empirical evidence on the influence of the organizations’ gender practices on the women career advancement in BOU which could be used to enhance workplace gender mainstreaming practices to make BOU a more responsive and recognized gender sensitive employer. To the employees of the bank, the study offers an opportunity to express their concerns on the gender discrimination practices which management needs to respond to in the development of the gender sensitive practices necessary for enhance women career advancement. To the academia, the study adds on existing body of knowledge on the role of workplace gender practices on women career advancement.  The study also helps cover literature gaps on the influence of gender practice son women career advancement in government parastatals of a developing Country-Uganda. 

1.11
 Justification of the study 

The MDG three requires national governments to develop or strengthen government machineries to promote women’s equality; integrate gender perspectives in legislations and public practice; and generate and disseminate gender disaggregated data by 2015 (Walby, 2009). Similarly, Ismail and Ibrahim (2008) noted that many women are still faced with the glass ceiling syndrome constraining their career advancement even with the increasing demand for gender mainstreaming aimed at equal treatment.  This study aimed at establishing the practice factors in women career advancement and was prudent in highlighting the plight of women at the workplace and providing practice areas necessary for development of an effective and friendlier gender sensitive work environment.

1.12
Operational definition of terms and concepts 

Internal recruitment practice in this study refers to the organizations’ written/documented practice related to the procedural equality and affirmative action while considering internal staff to take up managerial positions.

Women safety practice in this study refers to the workplace practice prohibiting sexual harassment and bullying targeted at the opposite gender (Sipe, et. al., 2009). 

Work-family balance practice in this study refers to the practice efforts to provide flexible work arrangements and employee assistance programs to help them cope with career-family conflicts or demands (Greenhaus et. al., 2003). 

Women career advancement in this study refers to the effort to train and develop women to take up higher managerial positions and considerations during promotions (O’Neil & Bilimoria, 2005)

CHAPTER TWO

LITERATURE REVIEW

2.1
Introduction

This chapter presents a review of related literature on organizational gender practices and women career advancement based on what other scholars have observed the world over in different countries and different organizations. The first section presents the theoretical review. This is followed by a review of actual literature review by reviewing related literature in relation to the specific objectives of internal recruitment, women safety, work-family balance practices and women career development and a summary of the literature review. 

2.2
Theoretical review 

The study was guided by the Human Capital Theory by Becker (1964) and the gender socialization theory by Acker, 1990).  The Human capital theory (Becker, 1964) suggests that individuals who invest the most in human capital attributes such as education, training, and experience are expected to show higher chances of career advancement. According to this theory, an individual’s career progression and success is contingent upon the quantity and quality of human assets one brings to the labor market (Becker, 1964) and that the skills and experiences that individuals bring to their work are related to their promotions (Agarwal, 1981).  However, the human capital theory asserts that inequalities between men and women in the workplace are due to differences in skills and experience, not overt discrimination. In support of the human capital investment gaps, some scholars have noted that the lack of experience and job tenure is the major reasons why women are not yet well-represented among senior management (Davies-Netzley, 1998; Ragins et al., 1998). In addition to perceived gender discrimination, sexual harassment can be used to gauge the friendliness of the organizational culture toward women. The human capital theory considers that women were different and lacked the appropriate skills to fill management positions (Morrison & Von Glinow, 1990; Tharenou, 2001), or that situational differences within organizations create inequalities for women in the workplace, rather than any deficiency in the individual manager (Kanter, 1977; Ng et al., 2005). 

Veale and Gold (1998) further noted the role of qualifications in career success has been part of the debate surrounding the career progress of women. The need to enhance individual attributes in order to compete on an equal footing with men is central to liberal feminism which focuses on individual attributes and how to increase the power and influence of women by working within existing (gender neutral) organizational structures. The need to enhance personal attributes (education, management skills) and to change discriminatory corporate practices, discussed above as person centered and corporate practices approach, is based largely on the liberal feminist assumption that reform within the existing structures and practices of the corporation will eventually result in greater equity in gender representation at the top. Therefore, if, on the supply side, women gained more expertise and adopted more male patterns of career planning (person centered approach) and if, on the demand side, this was supported by a commitment to equal opportunities in the workplace (corporate practices approach), then their career progress would be enhanced. 
The human capital theory and its supporters underpinned this study in identifying how women career advancements have been influenced by the possession of the desired skills and the enabling practices required for career advancement in the BOU. 
The gender socialization theory by Acker (1990) on the other hand asserts that women and men are socialized to behave in gender appropriate ways from an early age. Therefore, women seek out jobs that best allow them to do their gender. In support of the gender socialization theory Eagly et al., (2000) noted that the differential social roles inhabited by women and men will contribute to the division of labor. Women’s worlds are thought to include a particular type of labor, namely care for others and maintenance of relationships, whereas men’s worlds are characterized by individual thought, independent achievement and success based on competition and hierarchy (Maier, 1997). These expectations produce gendered stereotypes which are, in turn, used to support the traditional sex roles. The gender stereotype perspective examined the assumptions that were made about female managers and the role such assumptions may plan in career advancement. In essence, women were not seen as an appropriate fit in a managerial role (Heilman, 2001; Lyness & Heilman, 2006; Schein, 2001) because of a perception that females are more suited to a supportive, nurturing role such as motherhood than the decision-making role of management (Best, 2004). The gender socialization theory underpinned this study in examining the gender discrimination in internal recruitment and the work-family influences on women career advancement in the BOU. 

2.3
Organizational Gender practices and women career development
Practices can help women to shatter attitudinal glass ceiling that they encounter throughout their careers (Sandhu & Mehta, 2007). This means that organizations which formulate practices that support career advancement for women are sensitive to gender mainstreaming advocated for macroeconomic and organizational performance (Burke et al., 2006). In support, Arokiasamy et al. (2011) suggested organizational practices that enclose the following criteria are ideal i.e. top management support and commitment, the explicit consideration of gender in decision making and recruitment, career planning and employee development, the provision of rewards for providing the required support and achieving agreed upon goals for women’s advancement, flexibility in work and better promotional structure. The proceeding sub sections presents a review of related literature on the internal recruitment policies, women harassment and work-family balance practices and women career advancement. 
2.3.1
Internal recruitment practices and women career development 

Since the early 1990s management scholars have increasing noted that it become a strategic theme to employ women as the ongoing challenge of finding and keeping talented employees would become even more crucial in the near future (Acker, 2006; Antal & Izraeli, 1993; Mattis, 2002; Vinas, 2003).  Acker (2006) however is quick to note that gender can be privileged or undermined by organizations, through such mechanisms as organizational internal recruitment and placement based on gendered characteristics. Hearn (2004) attributes the gender differences in internal selection and placement by highlighting how female labour power in both the private and public sphere is less valued in societies with men tending to hold power in the highest positions in the organization hierarchies.  In support of the gender alienations perpetuated by unfavorable internal selections, Bessis (2004) found that even United Nations (UN) agencies that would be exemplary organizations in workplace gender mainstreaming demonstrate unequal conviction to gender agendas.  Moore and Simpson (2008) equally noted that where gender agencies have been established in international institutions they are predominantly staffed by female development workers, reinforcing the glass ceiling in development, and ensuring gender imbalances at the higher decision-making levels of international development institutions.

The phenomenological gender discriminations at the workplace even with internal recruitment equality practices put in place by organizations is evident in the private sector of developed countries of which Besen and Kimmel (2006) study on sex discrimination in Wal-Mart  based on an in-depth analysis of this large scale, detailed collection of interviews, that women experience sex discrimination, not  only through rigid mechanisms, but as a continuation of normalized, everyday events that were experienced in the form of friendly exchanges and paternal, protectionist behavior on the part of the employer and colleagues. The subtlety and the niceness of the exchanges, while reinforcing gender stereotypes and assumptions and resulting in sex discrimination in internal recruitments, often results in perpetuating the work experience and explains why women stay in these jobs for as long as they do. 

In academic institutions, Okpara, Squillance and Erondu (2005) conducted a study on gender differences and job satisfaction of United States academics and found that there are gender differences in the job satisfaction levels of the university professors that they surveyed. Female professors in academics earn less and were less satisfied with their pay than their male colleagues. The researchers discovered that the gender wage gap was due to biases against pay increases for promotions of women since the senior members responsible for the promotions, in the university, were predominantly male.  Besen and Kimmel, (2006) observed that instead of individual events, at important thresholds, sex discrimination in internal promotions considerations is a result of small, everyday acts and gendered assumptions, which often appear supportive and harmless.   Okpara, (2005), equally observed that women have not been fully recognized by most institutional leaders as equal partners in management and delivery of instruction in higher institutions. 

Furthermore, Wood (2008) longitudinal study found out that over a quarter of the male managers in this sample still hold the view that women will ‘‘never’’ fill 50 per cent of senior management positions in their organizations, despite the increase of women into junior and middle management roles, and the embedded legislation in Western countries to promote equal opportunities and affirmative action policies. The research findings of this small follow-up study suggest that gender stereotyping or gender typing of the management role is a pervasive, deeply entrenched phenomenon. More male managers than female managers in this sample appeared to hold negative views about the likelihood of equal numbers of female managers achieving senior management positions in the near future, which is consistent with a view that women continue to be seen as a lack of fit in senior management roles by male managers. This suggests that the career advancement of female managers into senior or executive roles in equal numbers to their male colleagues is far from guaranteed. 

A more recent study by LaPierre and Zimmerman (2012) demonstrated that even in a female-dominated profession in the United States of America (USA), women continue to struggle to receive equitable representation in senior management positions. The study found significant differences between men and women healthcare managers in the hierarchical level of their first position, their current position, and their likelihood of advancing to senior management.  While acknowledging the fact that the wage and promotional gaps between men and women is not really closing, but rather widening and narrowing depending on the various economic and socio-political combinations of factors operating in industries and economies from year to year. 

 Lips (2008) suggested a need for strict implementation of to legal practices that are effectively designed to mandate equal treatment in internal selection and recruitment in organizations. Grey-Bowen, Miami-Dade (2010) equally proposed that corporations or employers can also do the most to assist women in seeking justice toward this unfair treatment in the promotions processes by:

(i) hiring women to be leaders and managers in positions of responsibility and power that pay extremely high salaries; 
(ii) hiring more women as top managers or CEOs, executives, and as organizational consultants; 
(iii) developing an internal organizational practice of equal work equal pay; 
(iv) fostering a culture of equality and acceptance where women are seen as equal in ability to their male counterparts; 
(v) hosting gender equality forums and workshops to facilitate addressing the issue; and (vi) join organizations that promote and protect women’s interests. 

Similarly, de Guzman and Frank (2004) study on police women and their career problems found that women officers faced the greatest problems involving perceptions of their stereotypical roles. The study recommends that there should also be a review of the recruitment criteria and practices for admission to the police service.  O'Neil, et al., (2004) equally give some practice observations by noting that it appears to be especially important for women in organizational careers, where the path is more strategically laid out and where networks are critical to long-term career success, to continue to seek guidance for their career direction and advancement.  All in all, women and organizations need to be encouraged to legitimately employ more subjective measures of career success in line with women’s emergent career choices.
In conclusion, management researchers and practice makers recognized over two decades ago that a “glass ceiling” existed for women in management. The glass ceiling is often viewed as an invisible organizational barrier that is associated with gender or sex roles. The glass ceiling is an invisible barrier that exists within organizations, and evidences an invisible barrier in women’s mobility to top decision making positions. Thus, the glass ceiling describes an organizational level beyond which female managers are not promoted even though they are as qualified as their male counterparts (EEOC, 2006; Greenhaus et al., 2000; O’Neil & Bilimoria, 2005; Powell, 1999). 

The above literature review provided a rich evidence of the existence of women discriminations in the workplace in developed countries with no evidence of women internal recruitment discrimination in developing countries like Uganda. The literature equally provided a rich base of information on possible practice interventions that could be adopted to alleviate women gender disparities which were used to examine the extent to which BOU had adopted such gender mainstreaming practices and their effectiveness in enhancing women gender equality in internal selections and recruitment. 

2.3.2
Women safety practices and women career development 

Numerous earlier studies on workplace gender focuses safety issues of sexual violence and bullying observed that women were significantly more likely to be sexually harassed than men (Cartar et al., 1996; Wiener and Hurt, 2000), although some 15 to 20 per cent of men in the workplace report experiencing some form of sexual harassment (Bell et al., 2002), often by other men (Jackson & Newman, 2004). Similar to the results of Willness et al. (2007) and Ilies et al. (2003,) show that across a variety of work environments, 58 per cent of women report having experienced potentially harassing behaviors and 24 per cent report having encountered sexual harassment at work.  Suffice to note is that although studies show that women were more likely to interpret certain behaviors as harassment compared to men (Bell et al., 2002), empirical evidence also proves that women were reluctant to label offensive experiences as sexual harassment although they experiences negative psychological, work, and health consequences which negatively impact on their career progressions (Ilies et al., 2003). 
In support of negative career consequences of women sexual harassment Berdahl and Moore (2006) noted that sexual harassment at work poses significant problems for women and can negatively affect recipients’ physical, psychological and organizational well-being. In addition, using meta-analytic techniques, Willness et al. (2007) found that sexual harassment results in the victim’s decreased job satisfaction, withdrawal from work, less organizational commitment, ill health and some symptoms of post-traumatic stress disorder for individuals, as well as lower productivity, increased absenteeism and increased sick leave costs for organizations outcomes which do not favor women career advance but instead destroy their career advancements. 
Braun (2010) highlights how development workers violate and assault female workers in Lesotho as part of an organization intervention strategy that seeks to develop third world women but in fact undermines and devalues the status of women workers. Sexual harassment is a means to “enforce formal and informal status hierarchies and social exclusion” (Lopez et al., 2009, p. 3). In addition to perceived gender discrimination, sexual harassment can be used to gauge the friendliness of the organizational culture toward women.  
More recently evidence according to LaPierre and Zimmerman, (2012) equally noted that the levels of perceived sexual harassment and gender discrimination among healthcare managers are disturbing. One in ten of the women had experienced sexual harassment in the past five years, and more than one in six had personally witnessed it, indicating that a substantial minority of women are working in an inhospitable environment that is incompatible with gender equity. One in three female healthcare managers’ report failing to be hired, promoted, or compensated fairly in the past five years because of their gender.

Eby et al. (1998) discuss career challenges confronted by diverse employees and highlight unfavorable diversity climates, which include discrimination and harassment at career entry/re-entry and career development. A major tool for maintaining this inequality is on-the-job harassment, so that women and minorities continue to deal with hostile receptions in traditionally male – and white-dominated domains, which act to discourage them from ‘‘entering and remaining in those domains (Berdahl & Moore, 2006). Furthermore, Nelson and Quick (2009) tried to evaluate the cost related outcomes of sexual harassment and noted that sexual harassment costs the typical Fortune 500 company $6.7 million per year in absenteeism, turnover, and lost productivity. Given these and other deleterious effects, it is important for educators and employers to better understand the perspectives, held by business school undergraduates who are preparing to enter the workforce and to act to correct misperceptions that could result in these negative consequences. 
Consequently, Nelson and Quick (2009) noted that employers could and should rid the workplace of all discriminatory biases and harassment.  Braun (2010) demands for the introductions of affirmative action and other programs to promote workplace diversity are an important tool to counteract discrimination and harassment, and have been shown to be successful.  LaPierre and Zimmerman, (2012) equally observed that strategies are required to increase transparency, and ultimately trust, in the fairness of hiring, promotion, and compensation decisions. There should be two-way communication regarding the results of decisions and credible processes for reporting gender discrimination and sexual harassment. 

Pierce and Aguinis (2009) noted that HR managers should consider how issues of sexuality and sexual expression are related to their organization’s unique value system in order to help formulate effective practices on workplace romances and professional work behavior. Articulation of such a practice may help guide managers in handling potentially difficult situations, such as romantic relationships between peers, or appropriate intervention strategies if sexual behavior at work becomes disruptive to coworkers. Similarly, Salvaggio, Hopper, and Packell, (2011) on their part recommended that even seemingly innocent expressions of sexuality should be banned in the workplace.  Ahmad Al-Omari, Johari, and  Choo (2012) recommended workplace violence prevention steps to include support from senior management as the support from the top management and opening more communication channels with the employees can prevent the occurrence of workplace violence. When the leaders are aware and understand of what is happening in the organization, employees will be more alert to report any incident that might occur.  Forming a management team to develop, review and implement practices dealing with the workplace violence is good. The team should include senior management, human resources personal, a mental health consultant who is expert in workplace violence, legal counsel, security, and any other related personnel. 
Ahmad et al., (2012) further recommended that every company should practice a practice that says any statement that is thought to be threatening; is made in the presence of any employee; and concerns the company, a contractor, another employee or the person himself or herself should be reported confidentially to the human resources or security department. Furthermore, Gill et al., (2002) suggested the use of training whose purpose is to ensure the implementation of the practice and procedures that supports it, providing employees with early and reliable notification of possible signals and equipping staff with practical security procedures and conflict management.
The above literature provided rich information on the prevalence of workplace gender based violence especially sexual discrimination and bullying which negatively affects the victims’ well-being. The literature also suggested an array of practice interventions which may mitigate incidences of sexual harassment which provides a basis for assessing the level of adoption of such gender practices to mitigate sexual harassment in BOU. 
2.3.3
Work-family balance practices and women career development 

Women tend to be left out of career advancement by their male counterparts due to family-work related barriers as traditional division of labor leads people to expect domestic responsibilities to be women’s primary roles and any obligation that detracts from their ability to perform their primary role causes role conflict (Charles & Davies, 2000; Catalyst, 2001). Based on a comparative study of work structures between Americans and Europeans discussed in Williams and Cooper (2004) women do 65-85 per cent of childcare work and more than 70 per cent of elderly care work. As women reduce their time in the workplace, they see depressed wages and lack of benefits and advancement that accompany that choice (EEOC, 2004). 
The actual role of family responsibilities and work-family conflict in explaining the under-representation of women in senior management positions, however, is unclear. In qualitative accounts women often comment that family roles have been problematic for advancement, although this relationship appears stronger at lower levels of management than higher levels (Metz &Tharenou, 2001). Although, there is evidence to suggest that some women self-select themselves out of senior-management positions due to work-family conflict (Broadbridge, 2008). 

Female senior managers are more likely to be single, or married and childless compared to their male counterparts (Chenevert & Tremblay, 2002; Kirchmeyer, 2002), indicating that women may make choices regarding family commitments based on their continued perception that family is a barrier to career advancement. Metz, (2005) on the other hand noted that mothers experience additional barriers to advancement when compared with women without children. Family considerations may also restrict advancement by geographically restraining some women yet empirical research has demonstrated that wives are less likely than husbands to report a willingness to move for improved job opportunities  (Tharenou, 2005; Guillaume & Pochic, 2009). 

In studies of women scientists and engineers by Rosser (2004) it was noted that the pressure that women face in balancing career and family was the most significant barrier in women’s attempt to advance. Rosser’s research revealed that women in the field of engineering fail to reach senior positions due to 12-14 hours of work duration. These studies observed that women engineers face career mobility barriers as they begin to consider starting a family.  Similarly, Miller’s (2004) study at an oil company indicates that women have to reinforce the masculine system, resulting in short-term individual gains but an apparently long-term failure to change the masculine values of the industry. 
Guillaume and Pochic’s (2009) study of work-life balance also determined a primary cause for women’s work-life conflict and resulting advancement impediments as the “persistent inequality in family responsibilities that constrain women’s involvement at work.” These researchers go on to support various research that time availability and mobility remain a top factor in career promotion (p. 33). 

Miller and Clark (2008) the findings are consistent with those of other studies; that gender discrimination and segregation is still prevalent in the medical profession. But there are significant differences in perceptions between the genders. Moreover, it is concluded that the gendered career structure and organizational culture of the health sector and medical profession create a role conflict between personal and professional lives. The current difficulties in reconciling this role conflict create barriers to the career progression of women in the medical profession.

Ismail and Ibrahim (2008) study in Malaysia found out that most women in this survey rated their family commitment very high such that it is hard for them to achieve balance in work life; hence, requiring them to reduce their time for their career. Women also found it difficult to manage their time due to family and societal structures that place domestic role responsibilities on women’s shoulders.  LaPierre and Zimmerman (2012) in their study too noted that the vast majority of both men (99 percent) and women (91 percent) in this study took no career time off for family reasons. This is consistent with the belief that women are more likely than men to take time off from work for family reasons.
The role of practice in mitigation of work-family barriers in women career advancement seems to have some constraints as Ismail and Ibrahim (2008) Malaysian study noted that although the company targeted in this study has taken steps in promoting women in the workforce by embracing a diversity program, more women in this survey thought that the practice implementation of flexible working hours was effective as they found themselves bounded by work overload and having to meet immovable deadlines. The women reported that they would normally be the ones to take advantage of the organization’s flexibility such as the flextime arrangement while their spouses continued to work as normal. Pollard (n.d) advocates that, if corporations are to benefit fully from the capabilities of qualified managers, certain workplace attitudes and behaviors must change or the workplace must be protected from expressions of partiality and gender/sex bias. 
LaPierre and Zimmerman (2012) too observed that the most fruitful efforts in promoting gender equity among healthcare managers in the USA will be in addressing issues at the intersection of work and family.  Kilian, Hukai, McCarty(2005) equally noted that organizations can provide programmatic, benefit, practice and work practice supports to help individuals find an acceptable balance between work and outside life through offering of paid and unpaid leave, employee assistance programs, resource and referral services, on or near site child care centers, child care subsidies, elder care interventions, and many others initiatives designed to give employees tools to structure work-life balance. However to be effective, the programs and practices must be communicated effectively, tracked and promoted to overcome any unwritten or unexpressed rules that punish people from taking advantage of them. 
Mattis (1998) also noted that other primary focus of work-life balance is flexibility allowing individuals more control over where, when and how the work is done. A desire for greater flexibility is one of the three main reasons that women leave the corporate world. Women thinking of leaving their organizations are significantly more likely than their male peers to report flexibility issues as a dissatisfaction driver (Catalyst, 2001). Effective responses range from formal flexible work arrangements to work redesign, all emphasizing results, not process. An effort to improve the flexibility of the workplace can be a strong tool to develop diverse leaders. At Baxter International, for example, when an increase in employees using alternative work arrangements doubled from 7 to 15 percent, women’s representation in management rose dramatically (up 18 percent at the director level and almost 30 percent at the vice-president level) (Wells, 2001b).

Litzky and Greenhaus (2007) observed that because women’s career aspirations are affected by their perceived congruence with senior management positions and by their perceived opportunity to reach senior management, organizations should assure that senior management roles are not predominantly associated with masculine characteristics and should evaluate their promotion systems to eliminate artificial barriers to women’s advancement into senior management. The authors recommend that eradicating the glass ceiling by removing barriers to advancement is essential to promoting women’s optimistic perceptions of the likelihood of career advancement and their subsequent aspirations to enter senior management.  

Ezzedeen and Ritchey (2009) identified multiple career advancement and career/family balance strategies, including professional support, personal support, value system, and life course strategies such as the “ordering” of career and family, negotiating spousal support, and whether to have children. The authors (ibid) concluded that adaptive strategies facilitate engagement in career and family, even in challenging gender environments.  Ballout (2008) study equally noted that managing work-family conflict and career decision making is relevant for employees, employers, and career consultants. By the same token, organizations should ensure that access to various organizational career activities such as mentoring/sponsorship and encouragement and support at work, and to friendly-benefits family programs, is available to all employees seeking to balance their dual demands for success: success in family relationships or with others and success in career. 
It is argued that providing tailored-made family benefits programs (Martins et al., 2002) and individual-career based training and development opportunities to employees who are competent in getting ahead ensures that organizations are effectively run to both reduce work-family conflict and achieve their employees’ full potential for success. Supportive workplace programs and supportive supervisors have been found to help balance career and family demands and reduce work-family conflict and job dissatisfaction. 
The literature on work-family balance acknowledges that women tend to be pulled back from focusing on their careers by their domestic expectations. This has worked negatively to boost women career advance not only in developed but also in developing countries. An array of practice interventions are suggested in the literature providing ground for assessment of the role of the extent to which BOU has put in place such mechanisms and their influence of women career advancement. 
2.4
Summary of the literature review 

The literature has highlighted and acknowledged the existence of gender discriminations in internal recruitment but was only speculative of the outcomes of such a gender discriminatory process with no empirical evidence on the extent to which internal selection practices influence women career advancement. This study was therefore intended to cover this literature gap by providing empirical evidence on the influence of internal recruitment practices on women career advancement in BOU. Secondly, the literature offered a rich exploration of the problem of sexual harassment and the related practices that could be adopted to mitigate workplace sexual harassment and bullying but fell short of providing empirical evidence on the extent to which gender security practices could affect women career advancement in organizations. 
Thirdly, the literature although elaborate on the existence of work-family conflicts constraining women career advancement and the possible practice interventions for mitigating work family conflict, it did not provide empirical evidence on the influence of work-family balance practices on women career advancement. This study therefore strived to cover this literature gap by examining the extent to which work-family balance practices could have influenced women career advancement in BOU. 
CHAPTER THREE

METHODOLOGY

3.1
Introduction

This chapter presents the research design, population of study, sample size and selection, data collection methods, data collection instruments, validity and reliability, data collection procedures, data analysis and measurement of variables. 

3.2
Research Design

The study used a cross sectional design adopting both quantitative and qualitative approaches. The cross sectional study design was used because data on gender mainstreaming practices and women career advancement was collected from a sample of the population at that point in time. The design was equally used because the study finding could be generalized in work force gender mainstreaming for enhanced women career advancement in the study organization and other government parastatals as supported by Amin (2005). The quantitative approach was used to quantify incidences, current conditions and to investigate the relationships between gender practices and women career advancement using information gained from the questionnaire. The qualitative approach was used to give an explanation on the study variables under investigation using interviews (Amin, 2005).  All this enabled obtaining data that could be used to find solutions for the research objectives, questions and hypotheses on gender mainstreaming practices and women career advancement.  

3.3
 Study Population

The study population comprised of male and female employees of Bank of Uganda headquarters amounting to 866 managerial and none managerial staff. However, the study considered a target population of 178 staff at the top, middle and lower management level (BOU Human Resource Establishment December, 2012) who are responsible for identification and management of the employee promotions process in the bank and therefore deemed to have managerial and practice experiences on the promotional practices in the BOU and women career advancement in the Central Bank. 
 3. 4
Sample Size and Selection Techniques 

3.4.1. Sample Size

The study selected 118 respondents based on Krejcie and Morgan (1970) guidelines (See Appendix III) to be used in this study as shown in table 1 below. 

Table 1: Showing the study population for the Research

	Target  population 
	Population
	Sample size
	Sampling technique 

	Executive Directors
	12
	12
	Purposive 

	Directors
	18
	18
	Purposive 

	Deputy Directors and Assistant Directors
	20
	20
	Purposive 

	Senior Principal 
	50
	25
	Simple random 

	Principal Banking Officers
	78
	43
	Simple random 

	Total 
	178
	118
	


3.4.2. Sampling Techniques and procedure

As indicated in table 1 above, the study used purposive sampling to select the top management since they possess managerial experiences in the formulation and review of workplace policies and over see their effective implement (Amin, 2005). Similarly, these were purposively selected to gain their experiences on how they got to the top management (Director) of the BOU.  Simple random sampling was used to select lower management staff since they are many and listed. In using the simple random sampling, the study used the lottery approach where names were written on a tag and one name picked at a time until the required number is reached. The study used disproportionate sampling (Amin, 2005) to arrive at the number in each sample. 
3.5
Data Collection Methods

In this study, the researcher used a survey approach where both qualitative and quantitative data was collected. There are several survey approaches to collecting data however for the purpose of this study the questionnaire and interview guide was used as discussed below. 

3.5.1. Questionnaire approach
This was formulated and contained a set of written questions used to obtain information about the study objectives or hypotheses from the study population as supported by (Amin, 2005). The questionnaire was used basing on the fact that the variables cannot be observed such as views, opinions, perceptions and feelings of the respondents on gender mainstreaming practices and women career advancement (Sekeran, 2003). The questionnaire was also used because it was thought to be less expensive for data collection abd would collect vast amounts for data in a short time (Amin, 2005). The respondents recorded their answers within closely defined alternatives. In this study the questionnaire was administered by personally delivering them to the respondents. The questionnaire was issued to all the 119 respondents in their categories. 

3.5.2. Interviewing

The researcher involved interviewing selected respondents to gain qualitative data to complement the questionnaire data. Interviewing was also used to help probe on some of the issues on gender practices and their influence on women career advancement in BoU (Amin, 2005). The researcher visited the selected interviewees in their offices in BOU and asked questions on the study variables while noting the responses. The study specifically interviewed the director Human Resources and any three women directors in BOU to gain their experiences on gender practices and women career advancement in the institution. 
3.6
Data Collection Instruments

3.6.1. Questionnaire
The study used a close ended questionnaire (see appendix I) divided into sections namely: background information, internal recruitment equality, women safety, work-family balance and women career advancement. A standard Questionnaire on a five point Likert scale of 5 =Strongly agree;    4 =Agree;   3 =Not sure;    2= Disagree;   and 1-= Strongly disagree was used to get quantifiable primary data from individual stakeholders.  

3.6.2. Interview guide

The interview guide was structured (see appendix II)  to comprise of a set of issues on internal recruitment equality, women safety issues of sexual violence and bullying, work-family balance and women career advancement posed to the respondents using a guide to conduct the interview. 

3.7
Validity and Reliability 

Pretesting is an indispensable part of the questionnaire design and demands that the researcher examines individual questions as well as the whole questionnaire very carefully (Amin, 2005). This study instruments will be pretested for its validity and reliability on a sample of 10 targeted respondents.

3.7.1. Validity 

Validity refers to the truthfulness of the findings or the extent to which the instrument is relevant in measuring what it is supposed to measure (Amin, 2005). The validity of the instrument was tested using the Content Validity Index considering only variables scoring above 0.70 accepted for social sciences (Amin, 2005). This involved judges scoring the relevance of the questions in the instruments in relation to the study variables and a consensus judgment given on each variable. The Content Validity Index (CVI) was arrived at using the following formula. 

   CVI = Number of Items declared valid

      Total number of items  
 

The closer to 1 the more the validity and results are presented in table 2 below. 

Table 2: Content Validity Results 

	Variable 
	Total No of items 
	Number of valid items 
	CVI

	Internal recruitment gender practice 
	13
	11
	0.84

	Women safety practice 
	11
	10
	0.90

	Work-family balance practice 
	09
	08
	            0.88

	Women career advancement 
	09
	07
	0.77


Source: Expert Judgment  

Table 2 shows that internal recruitment practices yielded CVI of 0.84, women safety practices yielded a CVI of 0.90, work-family balance practices yielded a CVI of 0.88, while women career advancement yielded a CVI of 0.77. Since all variables yielded a CVI above 0.70 accepted for social sciences, it was inferred that the instrument was relevant in measuring gender mainstreaming practice and women career advancement.
3.7.2. Reliability 

Reliability of a measure indicates the extent to which it is without bias and therefore ensures consistent measurement across time and across the various items in the statement suggesting that the finding would be consistently the same if the study was done over again (Mugenda & Mugenda, 1999). In this study a Cronbach’s alpha coefficient was computed using Software Package for Social Sciences (SPSS) considering only variables scoring above 0.70 accepted for social sciences (Amin, 2005) and the findings are shown below.
Table 3: Reliability Results 

	Variable 
	Total No of items 
	Cronbach’s alpha

	Internal recruitment gender practice 
	13
	0.91

	Women safety practice 
	11
	0.93

	Work-family balance practice 
	09
	0.81

	Women career advancement
	09
	0.71


Source: Primary data   

Table 4 above shows that internal recruitment gender practice yield Cronbach’s alpha value of 0.91, women safety practice yielded alpha value of 0.93; work-family balance practice yielded alpha value of 0.81 while women career advancement yielded alpha value of 0.71. Since all variables yielded an alpha value higher than 0.70 accepted for social sciences, it was concluded that the instrument was consistent in measuring gender mainstreaming practices and women career advancement and therefore reliable.

3.8
Data collection procedure

A cover letter was attached to each questionnaire explaining the purpose and significance of the study to remove any suspicion from the respondents. Permission to conduct the study was sought from the BOU administration to authorize the study. Anonymity and confidentiality of the respondents was observed by not asking the respondents to put their names on the questionnaires. 
3.9
Data analysis

Amin (2005) stated that statistical analyses are used to describe an account for the observed variability in the behavioral data and it involves analyzing the collected data. Data analysis involved identifying patterns, consistencies and relationships in the interviews and questionnaires. Reasons for the occurrences with a view of establishing and explaining the influence of gender practices on women career advancement. Data analysis therefore involved qualitative and quantitative analysis (Amin, 2005).

3.9.1. Qualitative Analysis

For qualitative analysis, the researcher organized statements, and responses to generate useful conclusions and interpretations on the research objectives (Sekaran, 2003). Qualitative analysis involved coding of data, identifying categories and patterns that emerge in the responses and reporting the data using themes.  
3.9.2. Quantitative Analysis

Quantitative data was presented in form of descriptive statistics using frequency and percentages, mean and standard deviations for each of the variables used in the study, correlation and regression analyses. The correlation technique included Pearson’s coefficient to show the direction of the relationship between the variable) and significance tested at 99% and 95% confidence levels based on two tailed correlation and significant more than or equals to 0.05.  A positive correlation indicates a direct positive relationship between the variables while a negative correlation indicates an inverse, negative relationship between the two variables. The regression analysis used the adjusted R2 values, beta, t values and significance values to determine the magnitude of the influence of the internal recruitment, women security and work-family practices on women career advancement (Amin, 2005). 

3.10
Measurement of variables  

The variables were measured by operationally defining concepts. For instance the questionnaire was designed to ask responses on internal recruitment based on Greenhaus et al., (2000) guidelines;  Work-family balance by Kinnunen and Mauno (1998) guidelines; Women safety by Sipe, et.al., (2009) and Berdahl (2007) guidelines ; Career advancement by Greenhaus et al., (2000) guidelines. These were channeled into observable and measureable elements to enable the development of an index of the concept. A five- Likert scale namely: 5-Strongly agree;    4- Agree;   3- Not sure;    2- Disagree;    1- Strongly disagrees were used to measure both the independent and dependent variables. 

CHAPTER FOUR

 PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS

4.1
Introduction 

This chapter presents analyses and interprets the study findings on the gender practice and women career advancement in BOU. The first section presents response rate, this is followed by background information about the respondents, presentation and analysis of the study findings in relation to the specific objectives.
4.2
Response Rate

A total of 118 questionnaires were distributed but 93 useable questionnaires were returned giving a response rate of 78% which was high and according to Amin (2005), a high response rate also suggests more accurate survey results.
4.3
Background information
This section gives the characteristics of the respondents in relation to gender, job title, education level, time worked with BOU and promotion gained in the last 3-5 years using cross tabulations. This is based on the information provided on the questionnaire by the respondents themselves.
Table 4: Distribution of gender by promotions received in the last 3 - 5 years

	Promotion in the last 3-5 years
	
	
	Gender
	Total

	
	
	
	Male 
	Female 
	

	
	Yes
	Freq
	29
	41
	70

	
	
	% of Total
	31.2%
	44.1%
	75.3%

	
	No
	Freq
	13
	10
	23

	
	
	% of Total
	14.0%
	10.8%
	24.7%

	Total
	Freq
	42
	51
	93

	
	% of Total
	45.2%
	54.8%
	100.0%


Pearson’s Chi-Square χ2 =1.592, p= 0.308; P< 0.05

Source: Primary data 
Table 4 above shows that majority of 70(75.3%) of the respondents had been promoted in the last three to five years while 23(24.7%) had not been promoted. However, Pearson’s Chi-square statistics revealed no significant difference gender and promotion in the last three years (χ2 =1.592, p= 0.308) a finding which suggested that there was effort to promote both male and female staff in the bank. 

Table 5: The Distribution of gender by Job category of the respondents
	Job title 
	
	Gender
	Total

	
	
	Male 
	Female
	

	Director
	Freq
	6
	0
	6

	
	% of Total
	6.5%
	0%
	6.5%

	Deputy Director
	Freq
	6
	6
	12

	
	% of Total
	6.5%
	6.5%
	12.9%

	Assistant Director
	Freq
	5
	6
	11

	
	% of Total
	5.4%
	6.5%
	11.8%

	Senior Principal
	Freq
	14
	28
	42

	
	% of Total
	15.1%
	30.1%
	45.2%

	Principal
	Freq
	11
	11
	22

	
	% of Total
	11.8%
	11.8%
	23.7%

	Frequency
	42
	51
	93

	% of Total
	45.2%
	54.8%
	100.0%


Pearson’s Chi-Square χ2 =9.980, p= 0.041

P< 0.05
Source: Primary data 

Table 5 above shows that majority of 51(54.8%) of the respondents were female while 42(45.2%) were male a finding which suggested that sex fitted well with the existing representation in the management position.  Among the male and female respondents, 42(45.2%) were senior principals, 22(23.7%) were principals, 12(12.9%) were deputy directors, 11(11.8%) were Assistant Directors while 6.5% were directors. Pearson’s Chi-square (χ2 =9.980, p= 0.041) revealed a significant difference between gender and job title. For instance among the 6.5% directors who responded to this study, all were male suggesting that there were few women on the top management of the bank. 
Table 6: The distribution of gender by education level of the respondents used in the study

	Education
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	
	First degree
	Freq
	11
	8
	19

	
	
	% of Total
	11.8%
	8.6%
	20.4%

	
	Post graduate diploma
	Freq
	4
	16
	20

	
	
	% of Total
	4.3%
	17.2%
	21.5%

	
	Masters
	Freq
	27
	27
	54

	
	
	% of Total
	29.0%
	29.0%
	58.1%

	Total
	Freq
	42
	51
	93

	
	% of Total
	45.2%
	54.8%
	100.0%


Pearson’s Chi-Square χ2 =2.301, p= 0.092. 

P< 0.05

Source: Primary data 

Table 6 above shows that among the male and female respondents, majority of 58.1% had attained a master’s degree while 21.5% had attained a post graduate diploma. Those who had attained first degree constituted 20.4% of the total number of respondents. However, Pearson’s Chi-square statistics revealed no significant difference (χ2 =2.301, p= 0.092) between gender and education level suggesting that education was equally distributed among the male and female gender. This finding suggested that the female staff would compete favorably since they meet the desired education requirement for career advancement.
Table 7: The distribution of gender by time worked at BoU
	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Years worked with BOU
	Less than a year
	Freq
	0
	2
	2

	
	
	% of Total
	0%
	2.2%
	2.2%

	
	1-3 years
	Freq
	2
	3
	5

	
	
	% of Total
	2.2%
	3.2%
	5.4%

	
	4-6 years
	Freq
	8
	6
	14

	
	
	% of Total
	8.6%
	6.5%
	15.1%

	
	7-9 years
	Freq
	14
	20
	34

	
	
	% of Total
	15.1%
	21.5%
	36.6%

	
	10+ years
	Freq
	18
	20
	38

	
	
	% of Total
	19.4%
	21.5%
	40.9%

	Total
	Freq
	42
	51
	93

	
	% of Total
	45.2%
	54.8%
	100.0%


Pearson’s Chi-Square χ2 =2.805, p= 0.591. 

P< 0.05

Table 7 above shows that among the male and female respondents, majority of 38(40.9%) had worked for 10 and more years, followed by 34(36.6%) who had worked for 7-9 years and 14(15.1%) who had worked for 4-6 years and 5(5.4%) who had worked for 1-3 years yet only 2(2.2%) had worked with the bank for less than a year. Pearson’s Chi-square statistics (χ2 =2.805, p= 0.591) revealed no significant difference between gender and time worked with the bank suggesting that women too had equally worked with the bank for a reasonable period as a precondition for promotion. 
Table 8: Distribution of gender by take-home pay

	
	
	
	Gender
	Total

	
	
	
	Male 
	Female
	

	Take home pay range
	less than 5M
	Freq
	11
	3
	14

	
	
	% of Total
	11.8%
	3.2%
	15.1%

	
	5.1-7M
	Freq
	8
	8
	16

	
	
	% of Total
	8.6%
	8.6%
	17.2%

	
	7.1-9M
	Freq
	6
	11
	17

	
	
	% of Total
	6.5%
	11.8%
	18.3%

	
	9.1-11M
	Freq
	1
	16
	17

	
	
	% of Total
	1.1%
	17.2%
	18.3%

	
	11.1 and above
	Freq
	16
	13
	29

	
	
	% of Total
	17.2%
	14.0%
	31.2%

	Total
	Freq
	42
	51
	93

	
	% of Total
	45.2%
	54.8%
	100.0%


Pearson’s Chi-Square χ2 =18.894, p= 0.001. 

P< 0.05

Source: Primary data 
Table 8 above shows that among the male and female respondents, majority of 29(31.2%) earned above 11.1 Million shillings while 17(18.3%) earned 7.1-9 million and 9.1-11 million shillings. A total of 16(17.2%) earned 5.1-7 million shillings while 14(15.1%) earned less than 5 million shillings. However, Pearson’s Chi-square statistics revealed a significant difference between gender and monthly earning (χ2 =18.894, p= 0.001). For instance, among 31.2% who earned 11.1millions shillings, 17.2% were male while the female constituted 14% finding which suggested that few female staff were in the high earning range as compared to their male counterparts. 

4.4
The extent to which internal recruitment practice influenced women career development in BOU

The first objective of the study was to establish the extent to which internal recruitment practice influenced women career development in BOU. Internal recruitment gender practice was one of the dimensions of gender practices and had two indicators of procedural equity and affirmative action measured using 13 items scored on five(5) point Likert scale ranging from 5= strongly agree, 4 = agree, 3 = not sure, 2= disagree, 1= strongly disagree and the findings are shown in table 9 below. 

Table 9: Frequency and Percentage Distributions of Internal Recruitment Practice
	Scale 
	
	SDA
	DA
	NS
	A
	SA

	Procedural equality 

	1. The BOU has an adequate gender consideration practice in  internal recruitment process
	Freq
	24
	12
	8
	27
	22

	2. 
	%
	25.8
	12.9
	8.6
	29.0
	23.7

	3. The BOU internal recruitment practice has been adequately cascaded to the different individual staff     
	Freq
	18
	22
	24
	28
	1

	4. 
	%
	19.4
	23.7
	25.8
	30.1
	1.1

	5. Male and female employees are treated equally in the identification of talent to take up senior management roles in the bank
	Freq
	24
	16
	8
	27
	18

	6. 
	%
	25.8
	17.2
	8.6
	29.0
	19.4

	7. BOU adequately observes internal transparence in the identification of staff to take up senior management roles in the bank
	Freq
	21
	22
	18
	26
	6

	8. 
	%
	22.6
	23.7
	19.4
	28.0
	6.5

	9. Female staff who would have tendered in their interest for internal job openings are always invited for promotional interviews
	Freq
	14
	23
	6
	35
	15

	10. 
	%
	15.1
	24.7
	6.5
	37.6
	16.1

	11. Female staff who attend internal interviews are always given feedback on their performance 
	Freq
	18
	13
	25
	20
	17

	12. 
	%
	19.4
	14.0
	26.9
	21.5
	18.3

	13. Female with the required skills and abilities are always considered for promotion
	Freq
	25
	27
	13
	18
	10

	14. 
	%
	26.9
	29.0
	14.0
	19.4
	10.8

	Affirmative Action 

	15. BOU has an adequate practice on equal representation of male and female staff for top management jobs.
	Freq
	32
	21
	16
	14
	10

	16. 
	%
	34.4
	22.6
	17.2
	15.1
	10.8

	17. BOU has an adequate practice giving Female special consideration during internal recruitment
	Freq
	33
	31
	17
	11
	1

	18. 
	%
	35.5
	33.3
	18.3
	11.8
	1.1

	19. BOU has an adequate practice on gender balance of candidates in the internal recruitment 
	Freq
	32
	26
	11
	18
	6

	20. 
	%
	34.4
	28.0
	11.8
	19.4
	6.5

	21. BOU has an adequate  practice protecting Female from discrimination for top management positions
	Freq
	37
	19
	14
	20
	3

	22. 
	%
	29.8
	20.4
	15.1
	21.5
	3.2

	23. Gender mainstreaming practices are annually reviewed for their effectiveness 
	Freq
	26
	20
	39
	8
	0

	24. 
	%
	28.0
	21.5
	41.9
	8.6
	0.0

	25. The management of BOU manifests commitment to gender equality in internal recruitment
	Freq
	19
	24
	17
	26
	7

	26. 
	%
	20.4
	25.8
	18.3
	28.0
	7.5


Source: primary data

Procedural equality 

Table 9 above shows that 38.7% of the respondents disagreed that the BOU had an adequate gender consideration in internal recruitment process, 8.6% were not sure while 52.7% agreed that there the gender consideration in the recruitment practice was adequate. A total of 40(43.1%) of the respondents disagreed that the BOU internal recruitment practice had been adequately cascaded to the different individual staff 25.8% were not sure while 31.1% agreed that the internal recruitment practice had been cascaded to the different individual staff. Similarly, a total of 43.0% of the respondents disagreed that female employees were treated equally in the identification of talent to take up senior management roles in the bank, 8.6% were not sure while 48.8% agreed that employees are treated equally.  Furthermore, a total of 39.8% of the respondents disagreed that female staff who would have tendered in their interest for internal job openings were always invited for promotional interviews, 6.5% were not sure while 43.7% agreed that they were considered. These findings suggested that about 4 in every 10 staff felt that the internal recruitment practice was procedurally deficient in the areas of- having a gender consideration, cascading it to the individual staff, equal treatment of women in the identification of talents to be developed and non-discrimination for promotional interviews which may affect women career advancement. Similarly, the study also inferred that some staff were not aware of the internal recruitment practice in the bank. 

Furthermore, table 9 above shows that 46.3% of the respondents disagreed that BOU adequately observed internal transparency in the identification of staff to take up senior management roles in the bank, 19.4% were not sure while 34.5% agreed that there was internal transparency a finding which suggested that about half (5/10) of staff felt that the internal recruitment practice did not provide for the procedural equality requirement of transparency in the internal recruitment which constraints some women in career advancement due to discrimination created by lack of transparency in the internal recruitment practice. 

A majority of 55.9% of the respondents disagreed that female staff with the required skills and abilities were always considered for promotion, 14% were not sure while 30.2% agreed that women with the required skills were considered for promotion. This finding suggested that 6/10 respondents felt that irrespective of the possession of the required skills and abilities, some women were procedurally discriminated against in promotion. 

Affirmative action

Table 9 above shows that majority of 68.8% of the respondents disagreed that BOU had an adequate practice giving female special consideration during internal recruitment while  57% of the respondents disagreed that BOU had an adequate practice on equal representation of male and female staff for top management jobs. Another 62.4% disagreed that BOU had an adequate practice on gender balance of candidates in the internal recruitment while 50.2% of the respondents disagreed that BOU had an adequate practice protecting females from discrimination for top management positions. These findings suggested that the internal recruitment practice was inadequate in relation to affirmative action pronouncement on equal representation of women and men at top management of the bank which constraints women career advancement.  

Similarly, a total of 49.5% of the respondents disagreed that gender mainstreaming practices were annually reviewed for their effectiveness while 46.2% of the respondents disagreed that the management of BOU manifested commitment to gender equality in internal recruitment. These findings revealed a perceived low level of management commitment to affirmative action which limits career advancement. 

Asked to describe experiences of the gender considerations in the internal recruitment practice interviewee II put it that:  

Per the Bank’s administration manual the institution is an equal opportunity employer and receives applications for all jobs without outright discrimination. I want to believe that the HR department genuinely looks at the individual’s qualifications and not the gender. However, I can also state that I have experienced discrimination from senior ladies (when I was still at the lower ranks) who openly stated that they preferred to have less women and more men in their departments because the women are either always pregnant or need to attend to sick kids which deters the department from completing the annual work plan as scheduled.

Interviewee I however put it straight that:

There is no special gender consideration in the recruitment practice of the Bank. The Bank provides equal opportunities to both males and the females. The best person takes the job irrespective of the gender. The best person is determined through a committee that scores the candidates in a predefined criterion. In this case gender is not one of the criteria. Even at the short listing stage, there is no gender consideration. But some-how due to other factors, the out turn on recruitment seem to be 50% females and 50% males. The issue of equal opportunity is clearly defined in the Administration Manual Section 2.1 (P.10).
The qualitative findings presented by interviewee II affirmed experiences of women discrimination in internal recruitment with preference of women at the operational level other than the strategic level for they were more likely to be absent attending to domestic issues. Interviewee I views on equally acknowledge absence of gender mainstreaming in the Bank and candidates are asked to via for promotional opening as if they stood equally opportunities without gender related differences!   
4.4.1. Correlation analysis between internal recruitment practice and women career advancement

To test the relationship between the internal recruitment practice and women career advancement, Pearson’s correlation analysis was conducted at the 2-tailed level and the findings are presented below. 

Table 10: Correlation results between internal recruitment practice and women career advancement

	Variable 
	
	1
	2

	1. Internal recruitment practice
	Pearson Correlation
	1
	

	
	Sig. (2-tailed)
	
	

	2. Women career advancement
	Pearson Correlation
	.680**
	1

	
	Sig. (2-tailed)
	.000
	

	**. Correlation is significant at the 0.01 level (2-tailed).
	


P<0.05

Source: Primary data 

Table 10 above shows Pearson’s correlation coefficient r = 0.680** and p = 0.000 between internal recruitment practice and women career advancement suggesting that there was high positive significant relationship between the internal recruitment practice and women career advancement. The practice implication was that strengthening and adherence to the internal recruitment practice by observing procedural equality and gender affirmation action by the management of the bank will foster women career advancement in the central bank. 
4.4.2. Regression Results between internal recruitment practice and women career advancement 

To establish the extent to which internal recruitment practice influenced women career advancement, a regression analysis was conducted using the ANOVA techniques of adjusted R2 values, standardized beta values, t-values and the significance measured at 0.05 levels. The results are tabulated in the Table 11 below. 

Table 11: Regression results between internal recruitment practice and women career advancement

	Model
	R
	R2
	Adjusted R2
	t-value 
	F-constant 
	Sig
	Std. Error of the Estimate

	1
	.680a
	.463
	.457
	8.849
	78.312
	0.000
	.697

	a. Predictors: (Constant), internal recruitment practice 


P<0.05

Source: Primary data 

The regression model in Table 11 above shows adjusted R2 value of 0.457 between internal recruitment practice, suggesting that internal recruitment practice alone predicted 45.7% of the variance in women career advancement. This also could be interpreted as the strict adherence to procedural fairness in the internal recruitment practice coupled with affirmative action will contribute to about 5 in every 10 women progressing upwards in the central bank. The adjusted R2 = 0.45.7, t = 8.849, F= 78.312 and significance 0.000 suggested that the internal recruitment practice was a significant predictor of the variance in the women career advance. 

The study therefore accepted the hypothesis that internal recruitment practice influences women career development. 

Asked to describe the extent to which the internal recruitment practice influenced women career development in BOU interviewee I put it that:

We are all different; there are women who will do all it takes to attain their set goals meaning that if it means putting the family on the side as they pursue their career/academic goals, they will go for it. Then there are the women that will slow down at work in order to balance out the responsibilities at home. Others give up, resign and move on with their lives outside of the Bank. I would like to say that the recruitment practice has no direct impact on women career development because there are no “benefits” or perks attached specifically to women interested in furthering their education and hopefully getting promotions like the men. It is all based on an individual’s drive to go for more training, etc. 

Interviewee II however disagrees with the above position and put it that: “BOU is an equal opportunity employer. The internal recruitment practice has not been tailored to specifically affect women career development. Career development opportunities are given to staff in general and not targeted to females”.

The above interview findings attest to a common position that whereas procedural equality was expected where women and men were expected to compete on an equal footing, there was no gender affirmative action in lieu that women were disadvantaged and needed special consideration to match their male counterparts. 

4.5. The extent to which women safety practice influenced women career development in BOU

The second objective of the study was to establish the extent to which women safety practice influenced women career development in BOU. Women safety practice was one of the dimensions of gender practices and had two indicators of protection from sexual harassment and bullying measured using 11 items scored on five(5) point Likert scale ranging from 5= strongly agree, 4 = agree, 3 = not sure, 2= disagree, 1= strongly disagree and the findings are shown in table 12 below. 
Table 12: Frequency and Percentage distributions of Women safety practice
	Women safety practice provisions
	
	SDA
	DA
	NS
	A
	SA

	Sexual harassment

	1. BOU boasts of an adequate practice protecting female employees from sexually motivated physical contact
	Freq
	13
	15
	6
	33
	26

	2. 
	%
	14.0
	16.1
	6.5
	35.5
	28.0

	3. BOU has an adequate practice protecting female employees from sexually motivated physical contact words 
	Freq
	20
	19
	17
	29
	18

	4. 
	%
	21.5
	9.7
	18.3
	31.2
	19.4

	5. BOU boasts of an adequate practice protecting female employees from sexually motivated remarks
	Freq
	22
	13
	15
	27
	16

	6. 
	%
	23.7
	14.0
	16.1
	29.0
	17.2

	7. BOU has an adequate practice protecting female employees from pornography
	Freq
	16
	25
	30
	15
	7

	8. 
	%
	17.2
	26.9
	32.3
	16.1
	7.5

	9. BOU has an adequate practice protecting female employees from sexually motivated “something for something” demands
	Freq
	12
	24
	20
	26
	11

	10. 
	%
	12.9
	25.8
	21.5
	28.0
	11.8

	Bullying 

	11. BOU boasts of an adequate practice protecting female employees from verbal aggression from fellow employees of the bank
	Freq
	22
	21
	18
	21
	11

	12. 
	%
	23.7
	22.6
	19.4
	22.6
	11.8

	13. BOU has in place an adequate practice protecting female employees from physical aggression from fellow employees of the bank 
	Freq
	23
	21
	19
	24
	6

	14. 
	%
	24.7
	22.6
	20.4
	25.8
	6.5

	15. BOU has an adequate practice protecting female employees psychological aggression from fellow employees of the bank
	Freq
	30
	21
	22
	14
	6

	16. 
	%
	32.3
	22.6
	23.7
	15.1
	6.5

	17. BOU boasts of an adequate practice protecting female employees from intimidation from fellow employees of the bank
	Freq
	28
	25
	20
	16
	4

	18. 
	%
	30.1
	26.9
	21.5
	17.2
	4.3

	19. BOU has an adequate practice protecting female employees from victimization from fellow employees of the bank
	Freq
	27
	28
	21
	14
	3

	20. 
	%
	29.0
	30.1
	22.6
	15.1
	3.2

	21. BOU boasts of an adequate practice protecting female employees from humiliation  from fellow employees of the bank
	Freq
	23
	27
	24
	11
	8

	22. 
	%
	24.7
	29.0
	25.8
	11.8
	8.6


Source: primary data

Sexual harassment 












A majority of 63.5% of the respondents agreed that female employees were adequately protected from sexually motivated physical contact while 50.6% were agreed that women were in BOU were adequately protected from sexually motivated words. In the same way a majority for 46.2% of the respondents agreed that women were protected from sexually motivated remarks. However, a majority of 44.1% of the respondents disagreed that BOU had an adequate practice protecting female employees from pornography, while 38.7% of the respondents disagreed that BOU has an adequate practice protecting female employees from sexually motivated “something for something” demands. 
These finding suggested that although the majority of staff felt that women were protected from sexual harassment there was need to strengthening the sexual harassment practice while creating awareness of the sexual harassment practice as some staff were not fully aware of its existence, or details of the forms of sexual harassment and interpretations. The experiences of inappropriate sexual advances among some staff in the form of physical contacts, use of words, remarks, pornography and “something for something” rewards should not be taken lightly as it is counterproductive and constraints  the targeted women career advancements in an institution. 

Bullying

Table 12 above further shows that majority of 46.3% of the respondents disagreed that female employees were well protected from a verbal aggression practice from fellow employees, 47.3% disagreed that female employees well protected by the a physical aggression practice by fellow employees while 54.9% disagreed that the female employees were well protected by a psychological aggression practice by from fellow employees. Similarly, a majority of 57% of the respondents disagreed that BOU boosted of an adequate practice protecting female employees from intimidation from fellow employees while they majority of 59.1% of the respondents disagreed that BOU has an adequate practice protecting female employees from victimization from fellow employees of the bank. These findings revealed gender practice deficiencies exposing female employees of the bank to verbal, physical, psychological, intimidation and victimization  forms of aggression which inhibit personal and career growth, e.g. bad/negative reports on the affected female employee’s file. It is therefore necessary that the management of the bank looks into this female workplace bullying practice deficiencies and strengthen them to enhance women career advancement. 

Asked to describe observations on sexual harassment and bullying practice in BOU, one interviewee narrated that: 

We do have a sexual harassment policy at the Bank, but at times I wonder if all the men especially the supervisors are aware of it. Some men at the Bank can even ask a visibly pregnant woman for a “relationship” without any shame. Many times the women do not report because of fear of being embarrassed in front of management should the man turn the tables on them. What I know for a fact is that many seniors harass junior female staff who do not report them. Some women are “rewarded” with more trips abroad, accelerated promotions, or both when they please the boss.  I am not aware of any bullying practice at the bank, though.

Another Interviewee equally put it that: 

There is a policy on sexual harassment in the Bank. It is a good gesture but not effective. The ineffectiveness arises mainly on the part of staff that tend to keep quiet even when they are seriously being harassed. May be it is also difficult at times to gather sufficient evidence on sexual harassment.

Asked to describe the extent to which workplace sexual harassment and bullying practice influence women career development in BOU, interviewee II put it:

Most women are sharp enough these days to stand up and say no to those advances    especially the permanent staff. I am not aware of any female who has been totally derailed because of refusing someone’s advances. Usually it may happen for a while and then either the boss is moved to another department or the woman moves during our normal staff rotations.

Interviewee II however put it:

To a very small extent, for those who are bold, there is always room for appeal and to lodge complaint if one feels there were unfairly handled on issues of career development. The very top management will always listen and take appropriate actions.
The above interview findings suggested that the interviewees acknowledge the existence of sexual harassment and in their experiences, women were the predominant victims of this counterproductive work behaviors threatening women security.

4.5.1. Correlation results between women safety practice and women career advancement

To test the relationship between the women safety practice and women career advancement, Pearson’s correlation analysis was conducted at the 2-tailed level and the findings are presented below. 
Table 13: Correlation results between women safety practice and women career advancement

	Variable 
	
	1
	2

	1. Women safety 
	Pearson Correlation
	1
	

	
	Sig. (2-tailed)
	
	

	2. Women career advancement
	Pearson Correlation
	.687**
	1

	
	Sig. (2-tailed)
	.000
	

	**. Correlation is significant at the 0.01 level (2-tailed).
	


P<0.05

Source: Primary data 

Table 13 above shows Pearson’s correlation coefficient r = 0.687** and p = 0.000 between women safety practice and women career advancement in  BOU suggesting that there was high positive significant relationship between the women safety practice and women career advancement. The practice implication was that strengthening, monitoring and taking action on workplace sexual harassment and bullying practice by the management of the bank will foster women career advancement in the central bank. 
4.5.2. Regression Results between women safety practice and women career advancement 

To establish the extent to which women safety practice influenced women career advancement, a regression analysis was conducted using the ANOVA techniques of adjusted R2 values, standardized beta values, t-values and the significance measured at 0.05 levels. The results are tabulated in the Table 14 below. 

Table 14: Regression results between women safety practice and women career advancement

	Model
	R
	R Square
	Adjusted R Square
	t-value 
	F-constant 
	Sig
	Std. Error of the Estimate

	1
	.687a
	.471
	.466
	9.008
	81.147
	0.000
	0.691

	a. Predictors: (Constant), women safety practice 


P<0.05

Source: Primary data 

The regression model in Table 14 above shows adjusted R2 value of 0.466 between women safety practice suggesting that women safety practice alone predicted 46.6% of the variance in women career advancement. This also could be interpreted as the adherence to protection of women from sexual harassment and bulling would contribute to about 5 in every 10 women in BOU career advancement and vice versa. The adjusted R2 = 0.466, t = 9.008, F= 81.147 and significance 0.000 suggested that the women safety practice was a significant predictor of the variance in the women career advance. 

The study therefore accepted the hypothesis that women safety practice influences women career development. 

4.6. The extent to which work-family balance practice influenced women career development in BOU
The third objective of the study was to establish the extent to which work-family practice influenced women career development in BOU. Work-family balance practice was one of the dimensions of gender practices and had two indicators, namely work flexibility and employee assistance programs measured using 8 items scored on five(5) point Likert scale ranging from 5= strongly agree, 4 = agree, 3 = not sure, 2= disagree, 1= strongly disagree and the findings are shown in table 15 below. 

Table 15: Frequency and percentage distributions of Work-family balance practice results

	Scale
	
	SDA
	DA
	NS
	A
	SA

	Work flexibility 

	1. Female employees in BOU are given flexible working arrangement allowing them to balance their domestic demands 
	Freq
	25
	28
	13
	20
	7

	2. 
	%
	26.9
	30.1
	14.0
	21.5
	7.5

	3. Female employees in BOU are given ample flexibility to schedule their duties
	Freq
	22
	38
	14
	13
	6

	4. 
	%
	23.7
	40.9
	15.1
	14.0
	6.5

	5. Female employees in BOU are given ample annual leave to allow them balance their domestic demands
	Freq
	19
	22
	10
	24
	18

	6. 
	%
	20.4
	23.7
	10.8
	25.8
	19.4

	Employee assistance programs

	7. BOU has an adequate practice on workplace childcare centres helping  female employee balance their work and child rearing demands
	Freq
	54
	25
	8
	4
	2

	8. 
	%
	58.1
	26.5
	8.6
	4.3
	2.2

	9. BOU boasts of an adequate welfare practice for elderly female employees helping them balance work-family demands 
	Freq
	23
	25
	23
	13
	9

	10. 
	%
	24.7
	26.9
	24.7
	14.0
	9.7

	11. BOU has an adequate practice on health care facilities  helping employee balance work-life demands
	Freq
	12
	17
	13
	39
	12

	12. 
	%
	12.9
	18.3
	14.0
	41.9
	12.9

	13. BOU boasts of an adequate practice for long periods of  spouse illness helping female employees to balance work-family demands
	Freq
	16
	31
	27
	13
	6

	14. 
	%
	17.2
	33.3
	29.0
	14.0
	6.5

	15. BOU boasts of an adequate counseling services practice helping female employees to cope with work-family demands
	Freq
	11
	15
	12
	28
	27

	16. 
	%
	11.8
	16.1
	12.9
	30.1
	29.0


Source: Primary data 

Work flexibility 

Table 15 shows that majority of 57% of the respondents disagreed that female employees in BOU were given flexible working arrangement allowing them to balance their domestic demands while 64.6% disagreed that female employees in BOU were given ample flexibility to schedule their duties. A total of 44.1% of the respondents disagreed that female employees in BOU are given ample annual leave to allow them balance their domestic demands. These findings suggested that the central bank had not developed an adequate work flexibility practice enabling women to balance their domestic demands, duties and leave which constraints their career advancement due to the job interruptions caused by the need to attend to their domestic demands. 

Employee Assistance programs   

Table 15 shows that majority of  84.6% of the respondents disagreed that BOU had an adequate child day care facilities while 51.6% disagreed that there was an adequate welfare practice for elderly female employees helping them balance work-family demands. Majority of 50.5% of the respondents disagreed that BOU boosted of an adequate practice for long periods of spouse illness helping female employees to balance work-family demands. 

However, 54.8% of the respondents felt that health care facilities helping employee balance work-life demands were reasonably adequate, while majority of 59.1% indicated that BOU had put in place adequate counseling services to help female employees to cope with work-family demands. These findings suggested that although BOU had reasonably provided for health care and counseling services practice, the central bank was constrained in providing adequate child day care services, support for the elderly women employees and illness welfare programs for those who may need them which inhibits women career advancement caused by the need to respond to the work-family demands. 

In one of the interviews, a key informant noted that:

Other than the maternity and paternity leaves available at the bank, as well as sick leave given to care for an ill child or spouse, we do not have an adequate work-family balance practice.’I believe that if the bank would be more deliberate in its actions to advance the progress of women staff at the bank, they would be able to get more quality delivery from the women since their basic needs will be met. I notice a trend in the bank where many of the women read for the 2nd degrees and higher including other qualifications at a slightly older age than the men. While young men join the bank in their twenties and complete a master’s degree in less than ten years, the women are completing after 15 or so years when the children are older. So really if there were measures taken by management to cater for the nurturing needs (reproductive roles) of the females, we’d probably get more female bosses at the top. 

Interviewee II equally put it that: “All this is packaged in annual leave or maternity/paternity leave, and therefore not clearly visible as work-family practice provision. I believe it is intended to avoid abuse of the practice”.

The interview findings attest the reliance on the basic forms of annual and maternity leave for women as forms of work family balance practices in the bank which lack a gender mainstreaming perspective. Although leave provisions were presents, they were not adequate to provide ample time for women to balance their career and family demands at they lacked complementary provisions such as flexible work options, study leave and EAP like child care facilities at the workplace. 
4.6.1. Correlation results between work-family balance practice and women career advancement

To test the relationship between the work-family practice and women career advancement, Pearson’s correlation analysis was conducted at the 2-tailed level and the findings are presented below. 
Table 16: Correlation results between work-family balance practice and women career advancement

	Variable 
	
	1
	2

	1. Work-family balance 
	Pearson Correlation
	1
	

	
	Sig. (2-tailed)
	
	

	2. Women career advancement
	Pearson Correlation
	.609**
	1

	
	Sig. (2-tailed)
	.000
	

	**. Correlation is significant at the 0.01 level (2-tailed).
	


P<0.05

Source: Primary data 

Table 16 above shows Pearson’s correlation coefficient r = 0.609** and p = 0.000 between work-family practice and women career advancement in  BOU suggesting that there was high positive significant relationship between the work-family balance practice and women career advancement. The practice implication was that development of gender sensitive work flexibility and employee welfare programs focusing on work-family balance by the management of the bank will foster women career advancement in the central bank. 

4.6.2. Regression Results 

To establish the extent to which work-family balance practice influenced women career advancement, a regression analysis was conducted using the ANOVA techniques of adjusted R2 values, standardized beta values, t-values and the significance measured at 0.05 levels. The results are tabulated in the Table 17 below. 
Table 17: Regression results between work-family balance practice and women career advancement
	Model
	R
	R Square
	Adjusted R Square
	t-value 
	F-constant 
	Sig
	Std. Error of the Estimate

	1
	.609a
	.370
	.363
	7.317
	53.531
	0.000
	.754

	a. Predictors: (Constant), women safety practice 


P<0.05

The regression model in Table 17 above shows adjusted R2 value of 0.363 between work-family balance practice suggesting that work-family balance practice alone predicted 36.3% of the variance in women career advancement. This also could be interpreted as the development and provisions of flexible forms of work and provisions of employee assistance programs targeting work-family balance will contribute to about 4 in every 10 women advancing in their career with the central bank. The adjusted R2 = 0.363, t = 7.317, F= 53,531 and significance 0.000 suggested that the work-family balance practice was a significant predictor of the variance in the women career advance. 

The study therefore accepted that the hypothesis that work-family balance practice influences women career development. 

4.7. Summary of the study results

The purpose of the study was to establish the extent to which organizational gender mainstreaming practices influenced women career advancement in Bank of Uganda. Gender practices were conceptualized to include three dimensions of internal recruitment, women safety and work-family balance practices in BOU. A multiple regression was conducted to establish the extent to which the gender practices influenced women career advance. 
Aldrich (2005) highlights that a multiple regression helps to statistically demonstrate how the value of the dependent variable changes when any one of the independent variables is varied, while the other independent variables are held constant. The multiple regression analysis also helps identify which among the independent variables was a more significant predictor of the variance in the dependent variable. The findings of the multiple regression analysis are shown in table 18 below summarize the study. 

Table 18: Multiple regression model between gender practices and women career advance

	Adjusted R2 = 0.581
	Un-standardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	β
	Std. Error
	Beta
	
	

	1
	(Constant)
	.025
	.244
	
	.102
	.919

	
	Internal recruitment practice
	.262
	.112
	.255
	2.333
	.022

	
	Women safety practice
	.324
	.100
	.344
	3.255
	.002

	
	Work family balance
	.366
	.096
	.306
	3.792
	.000

	a. Dependent Variable: female career advancement

b. Predictors: internal recruitment, female safety and work-family balance policies


P<0.05

Source: Primary data 

Table 18 above shows an adjusted R2 value of 0. 581 between gender practices and women career advancement suggesting that gender practices related in internal recruitment, women safety, and work-family predicted 58.1% of the variance in women career advancement while other variables predicted the remaining 41.9% of the variance in the women career advancement. The work-family balance practice had the strongest influence on women career advancement (β = 0.366, t = 3.792, and significance 0.000) followed by female safety practice (β = 0.324, t =3.255, and significance 0.002) and internal recruitment considerations of procedural equity and affirmative action (β = 0.262, t =2.333, and significance 0.022). The implication was that, in enhancing women career advancement, the central bank should give priority to work-family balance practice by developing more flexible work forms and offering more employee assistance programs which help women balance their work and family demands since work-family balance had the highest impact. Second priority should be given to protection of women from sexual harassment and bullying. The third consideration should be given to adherence to procedural equity and commitment to affirmative action on consideration of women for internal promotions.

CHAPTER   FIVE

SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.1
 Introduction

This chapter presents the summary, discussion, conclusion and recommendations of gender practice and women career advancement research in BOU based on the study findings. The first section presents a summary of findings on management functions and project success. This is followed by a discussion, conclusion, recommendations for the study findings, limitations of the study, contributions of the study and recommendations for further studies.

5.2
Summary of the study findings

This sub section presents a summary of the study findings on the extent to which the gender mainstreaming practices has influenced women career advancement in BOU. It specifically presents the summary of the study findings in relation to internal recruitment, women safety, and work-family balance practices on women career advancement. 

5.2.1. The extent to which internal recruitment practice influenced women career development in BOU

The study found out that although BOU had an internal recruitment practice which emphasized equality in internal recruitment, some senior staff were not certain of its provisions and details. Similarly, the study also found that the internal recruitment practice was procedurally deficient in relation to having a gender consideration, cascading it to the individual staff, equal treatment of women in the identification of talents to be developed and non-discrimination for promotional interviews. The internal recruitment practice did not provide for the procedural equality requirement of transparency in internal recruitment. It was also found that irrespective of the possession of the required skills and abilities, some women were procedurally discriminated against during internal promotions. 

On affirmative action, the study found out that the internal recruitment practice did not adequately provide for affirmative action by explicitly pronouncing itself on equal representation of women and men on the top management of the bank. The study also found a low level of management commitment to gender affirmative action. 

The study found a high positive significant relationship between the internal recruitment practice and women career advancement. The internal recruitment practice alone predicted 45.7% of the variance in women career advancement. 
5.2.2. The extent to which women safety practice influenced women career development in BOU

The study found out that although the majority of staff felt that women were protected from sexual harassment, there was need to strengthen the sexual harassment practice while creating awareness of the sexual harassment practice as some staff were not fully aware of its existence, details of the forms of sexual harassment and interpretations. The study found that female employees of the bank experienced verbal, physical, psychological, intimidation and victimization forms of bullying. 

The women safety practice had a high positive significant relationship with women career advancement in the bank and it predicted 46.6% of the variance in women career advancement.

5.2.3. The extent to which work-family practice influenced women career development in BOU

The study found out that there was no practice giving women ample flexibility to schedule their duties to enable them balance work-family demands. The study also found out that although BOU had reasonably provided for health care and counseling services practice, the organization was not providing child day care services, support for the elderly women employees and inadequate illness welfare programs for those who may needed them. 

The study found a high positive significant relationship between work-family balance practice and women career advancement. Work-family balance practice was a significant predictor of the variance in the women career advancement as it predicted 36.3% of the variance in women career advancement.
5.3
Discussion of the study findings

This sub section presents a discussion of the study findings on the gender mainstreaming practices and women career advancement in relation to the literature review on internal recruitment, women safety, and work-family balance practices on women career advancement.

5.3.1. Internal recruitment practice and women career advancement 

One of the internal recruitment practice indicators investigated in this study was procedural equality for male and female potential candidates for promotion of which it was found out that the internal recruitment practice was characterized with some experiences of female discrimination in promotion with regard to the identification of talents to be developed and non-discrimination for promotional interviews. It was evident that in some cases, irrespective of the possession of the required skills and abilities, some women were procedurally discriminated against during internal promotion. Acker (2006) too noted that gender can be privileged or undermined by organizations, through such mechanisms as organizational internal recruitment and placement based on gendered characteristics. Hearn (2004) attributes the gender differences in internal selection and placement to power which favors the men enabling them to predominate the highest positions in the organization hierarchies.

The second indicator of internal recruitment practice that this study evaluated was the gender affirmative action of which this study found that BOU had not pronounced itself on equal representation of women and men on the top management of the bank. There was also low management commitment to gender affirmative action.  This was not unique to BOU as Bessis (2004) equally found that even UN agencies that would be exemplary organizations in workplace gender mainstreaming demonstrate unequal conviction to gender agendas.  Moore and Simpson (2008) in complemented noted gender imbalances at the higher decision-making levels of international development institutions reinforcing women glass ceiling. The glass ceiling describes an organizational level beyond which female managers are not promoted even though they are as qualified as their male counterparts (EEOC, 2006; O’Neil & Bilimoria, 2005).

As hypothesized, the study confirmed the hypothesis that internal recruitment practice significantly influenced women career advancement. The study therefore inferred that procedural inequity and lack of management commitment to gender affirmative action in the internal recruitment practice constrained women career advancement in the BOU. This study finding echo Wood (2008) longitudinal study findings that despite the increase of women into junior and middle management roles, and the embedded legislation in Western countries to promote equal opportunities and affirmative action policy women will not fill 50% of the corporate top jobs. LaPierre and Zimmerman (2012) too found out that even in a female-dominated profession in the USA, women continue to struggle to receive equitable representation in senior management positions. 

One of the necessary interventions to the women career advancement according to Lips (2008) is the need for strict implementation of to legal practices that are effectively designed to mandate equal treatment in internal selection and recruitment in organizations. Grey-Bowen, Miami-Dade (2010) equally proposed that corporations or employers can also do the most to assist women in seeking justice toward this unfair treatment in the promotion practices and fostering a culture of equality by hosting gender equality forums and workshops. 

5.3.2. Women safety practice and women career advancement

One of the indicators of women safety that his study investigated was sexual harassment of which it was found that although the majority of staff felt that women were protected from sexual harassment there was need for strengthening the sexual harassment practice and creating awareness among staff as some staff were not fully aware of its existence, details of the forms of sexual harassment and interpretations. Bell et al., (2002) and Ilies et al., (2003) supports this view and noted that although studies show that women were more likely to interpret certain behaviors as harassment compared to men, empirical evidence also proves that women were reluctant to label offensive experiences as sexual harassment although they experiences negative psychological, work, and health consequences which negatively impact on their career progressions. LaPierre and Zimmerman, (2012) equally noted that a substantial minority of women are working in an inhospitable environment that is incompatible with gender equity yet one in three female healthcare managers’ reported failing to be hired, promoted, or compensated fairly in the past five years because of their gender.
This study picked on women workplace bullying of which it was noted that female employees of the bank experienced verbal, physical, psychological, intimidation and victimization forms of bulling.  Berdahl (2007) defined workplace bullying to take the form of intimidation, isolation, victimization, exclusion, shouting, abusive behavior, constant criticism or nagging, verbal threats, physical threats, humiliation, excessive controlling behavior, unreasonable behavior or task assignment or posters, banners, e-mails and emblems that cause offence to women.  Berdahl and Moore (2006) too noted that a major tool for maintaining gender inequality is on-the-job harassment, so that women and minorities continue to deal with hostile receptions in traditionally male and white dominated domains, which act to discourage them from entering and remaining in those domains. 

The study accepted the hypothesis that women safety practice significantly influenced women career advancement in the BOU suggesting that inadequate protection of women from sexual harassment and bulling retarded women career advancement. In support of negative career consequences of women sexual harassment Berdahl and Moore (2006) noted that sexual harassment at work poses significant problems for women and can negatively affect recipients’ physical, psychological and organizational well-being. In addition, using meta-analytic techniques, Willness et al. (2007) found that sexual harassment results into behaviors such as victim’s withdrawal from work, less organizational commitment, ill health and some symptoms of post-traumatic stress disorder for individuals, as well as lower productivity, increased absenteeism which do not favor women career advance but instead destroy their career advancements. 

As an intervention to women career advancement,  Braun (2010) demands for the introduction of affirmative action and other programs to promote workplace diversity as important tools to counteract discrimination and harassment. LaPierre and Zimmerman, (2012) advocates for increased transparency, and two-way communication regarding the results of decisions and credible processes for reporting gender discrimination and sexual harassment. Articulation of sexual harassment practice may help guide managers in handling potentially difficult situations. Similarly, Salvaggio, et al., (2011) on their part recommended that even seemingly innocent expressions of sexuality should be banned in the workplace.  Ahmad Al-Omari, Johari, and  Choo (2012) recommended workplace violence prevention steps to include support from senior management and opening more communication channels with the employees to prevent the occurrence of workplace violence. 

5.3.3. Work-family practice and women career advancement 

The study found out that there was no practice giving women ample flexibility to schedule their duties to enable them balance work-family demands. The study also found out that although BOU had reasonably provided for health care and counseling services practice, the central bank was constrained in providing adequate child day care services, support for the elderly women employees and illness welfare programs for those who may needed them. This study findings are consistent with other study findings that work-family balance encompasses arrange of interventions to rectify WIF and FIW. FIW conflict occurs when family-related responsibilities interfere with work-related roles, and WIF conflict occurs when work-related responsibilities interfere with family-related roles (Thompson et al., 2004; Noor, 2004).

The study accepted that hypothesis that work-family balance was a significant predictor of the variance in women career advancement implying that the inadequate work flexibility and employee assistance programs constrained women career advancement. This study findings are widely supported by previous research which noted that female senior managers were more likely to be single, or married and childless compared to their male counterparts (Chenevert & Tremblay, 2002; Kirchmeyer, 2002), indicating that women may make choices regarding family commitments based on their continued perception that family is a barrier to career advancement. 

Metz, (2005) on the other hand noted that mothers experience additional barriers to advancement when compared with women without children. Family considerations may also restrict advancement by geographically restraining some women yet empirical research has demonstrated that wives are less likely than husbands to report a willingness to move for improved job opportunities  (Tharenou, 2005; Guillaume & Pochic, 2009).  Guillaume and Pochic’s (2009) study of work-life balance also determined a primary cause for women’s work-life conflict and resulting advancement impediments as the persistent inequality in family responsibilities that constrain women’s involvement at work.

Ismail and Ibrahim’s (2008) Malaysian study found that the practice implementation of flexible working hours was effective. LaPierre and Zimmerman, (2012) too observed that the most fruitful efforts in promoting gender equity among healthcare managers in the USA was by addressing issues at the intersection of work and family.  Kilian, et al., (2005) equally noted that organizations can provide programmatic, benefit, practice and work practice supports to help individuals find an acceptable balance between work and outside life through offering of paid and unpaid leave, employee assistance programs, resource and referral services, on or near site child care centers, child care subsidies, elder care interventions, and many others initiatives designed to give employees tools to structure work-life balance. Providing tailored-made family benefits programs (Martins et al., 2002) and individual-career based training and development opportunities to employees who are competent in getting ahead ensure that organizations are effectively run to both reduce work-family conflict and achieve their employees’ full potential for success.

5.4
Conclusions of the study 

This sub section presents the conclusions on the gender practice and women career advancement in relation to internal recruitment, women safety, and work-family balance practices on women career advancement.

5.4.1. Internal recruitment practice and women career advancement in BOU.

The study concluded that the problem of women career advancement in BOU prevailed and was highly associated with procedural inequality in internal recruitment and lack of an adequate gender affirmative action in internal promotion process.  The women career advancement was equally perpetuated by the lack of awareness of the available internal recruitment practice provisions and a low level of management commitment to gender affirmative action in internal recruitment.

5.4.2. Women safety practice and women career development in BOU

The study concluded that although the sexual harassment practice reasonably protected women employees of the bank from sexual harassment there was need to create awareness of the sexual harassment practice as some staff were not fully aware of its existence and its details. However the study also inferred that women bulling in the form of verbal, physical, psychological, intimidation and victimization targeting women prevailed in the bank and these forms of bulling significantly inhibited women career advancement in the bank.

5.4.3. Work-family practice and women career advancement in BOU

The study concluded that although BOU had undertaken to put in place a work-family balance practice provisions through some forms of work flexibility for some category of staff and provision of employee assistance programs, the work-family balance practice was not adequately developed to enable women balance their work and family demands and fostering of women career advancement. 

5.5
Recommendations of the study 

This sub section presents the recommendation on the gender practice and women career advancement in relation to internal recruitment, women safety, and work-family balance practices on women career advancement.

5.5.1. Internal recruitment practice and women career advancement in BOU.

The study recommends that to foster women career advancement and contribute to achievement of the MDG III, the management of BOU should evaluate and strengthen the internal recruitment practice to make them gender sensitive. The use of affirmative action by gender mainstreaming in the internal recruitment process should be adopted in the identification of talents for development to take up future managerial positions. Hosting of gender equality forums and workshops in the internal recruitment practices should be carried out by the human resource department as this will go a long way to promote awareness and implementation of gender responsive internal recruitment practices in the BOU. 

5.5.2. Women safety practice and women career development in BOU

The study recommends that the BOU management should strengthen the sexually harassment and bulling practice through awareness building and taking of adverse disciplinary action on proved cases. This will need support from senior management and opening up more communication channels within work units to prevent the occurrence of workplace verbal, physical and psychological aggression.
5.5.3. Work-family practice and women career advancement in BOU

The study recommends that the BOU management should continuously exploit and adopt flexible work forms by encouraging women to innovate on how they could produce their expected while balancing family or domestic obligations. The above should be complemented by provisions of adequate employee assistance programs such as day care centers and facilities, sabbatical leave and illness leave. 
5.6. Limitations of the study 

The study relied on primary data collected using a standardized questionnaire and interview guide without a documentary review to triangulate the data. Similarly, the study is based on a sample of both men and women of which could have resulted into divergent views based on the respondent’s gender.  Nevertheless, the views and opinions in this report are representative of the male and female staff in the bank and the results should be appreciated in view that they have helped to develop practice recommendations.  

5.7. Contributions of the study 

The study makes women career advancement policy and managerial contributions that the management of BOU could adopt if they are too enjoy the productivity of women and contribute to achievement of the MDG III. Similarly, by establishing that gender mainstreaming practices of internal recruitment, women safety and work-family balance predicted 58.1% of the variance in women career advancement, the study has also helped cover literature gaps on the extent to which gender mainstreaming practices influences women career development in a government parastatal. 
5.8. Recommendations for further studies 

The study found out that the gender mainstreaming practices related to internal recruitment, women safety and work-family balance all contributed to 58.1% of the variance in the women career advancement while other variables predicted the remaining 41.9% of the variance in women career advancement. Other studies need to examine the extent to which organizational culture which is a set of beliefs, value and norms could have influenced women career development in the bank. 
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APPENDICES

Appendix I: Study Questionnaire 

Introduction 

Dear respondent,

My name is Silvia Kavuma-Aliu pursuing a Master in Public Administration at Uganda management institute. I am interested in examining the gender mainstreaming practices and their influence on women career advancement. You have been selected as a respondent in your local government to provide us with your views on this study. Your views will be kept and treated confidentially in line with the purpose of the study and your responses will not be used against you. So feel free and respond diligently.  

SECTION I: BACKGROUND INFORMATION (tick as appropriate)

1. Gender: Male  [    ]            Female [    ]

2. Job category: Executive Director  [   ] Director [   ]  Deputy Director [   ] Assistant Directors[   ] Senior Principal [   ] Principal [   ] 
3. Highest level of education attained: First degree [   ] Post Graduate Diploma [   ] Masters [   ]  PhD [   ] Others Specify…………………

4. Years worked with BOU: Less than a year [  ] 1-3 Years [  ]  4-6 Years  [  ] 7-10 Years [  ] 10+Years [   ]

5. Your take home pay range : Less than 5M [  ]  5.1-7M [  ]  7.1M- 9M [  ]   9.1-11M [  ]  11.1 and above [  ]

6. Have you been promoted in the last 3-5 years: Yes [     ]   No   [     ]

SECTION II: MAINSTREAMING GENDER PRACTICES
Instructions 

Indicate the extent to which you agree with the following gender mainstreaming practices experiences in BOU undertakings on a scale of (1) = strongly disagree (2) = disagree, (3) = not sure (4) = agree (5) = strongly agree 
	Scale 
	1
	2
	3
	4
	5

	Internal recruitment practices

	Procedural equality 

	1. BOU has put in place an internal recruitment practice with a gender consideration 
	1
	2
	3
	4
	5

	2. The BOU internal recruitment practice has been cascaded to the different individual staff in BOU 
	1
	2
	3
	4
	5

	3. Male and female employees are treated equally in the identification of talent to take up senior management roles in the bank
	1
	2
	3
	4
	5

	4. BOU practices internal transparence in the identification of staff to take up senior management roles in the bank
	1
	2
	3
	4
	5

	5. Women who would have tendered in their interest for internal job openings are always invited for promotional interviews
	1
	2
	3
	4
	5

	6. Women who would have attended internal interviews are always given feedback on their performance. 
	1
	2
	3
	4
	5

	7. Women with the required skills and abilities are always considered for promotion
	
	
	
	
	

	Affirmative Action 

	8. BOU has practice giving women special consideration during internal recruitment
	1
	2
	3
	4
	5

	9. BOU has put in place a practice on gender balance of candidates in the internal recruitment 
	1
	2
	3
	4
	5

	10. BOU has a practice on equal representation of both male and female staff for top management jobs. 
	1
	2
	3
	4
	5

	11. BOU has put in place a practice protecting women from discrimination for top management positions
	1
	2
	3
	4
	5

	12. Gender mainstreaming practicesare annually reviewed for their effectiveness 
	1
	2
	3
	4
	5

	13. The management of BOU manifests commitment to gender equality in internal recruitment
	
	
	
	
	

	Women safety practice 

	Sexual harassment 

	14. BOU Women employees are protected from sexually motivated   physical contact
	1
	2
	3
	4
	5

	15. BOU Women employees are protected from sexually motivated words or actions.
	1
	2
	3
	4
	5

	16. BOU Women employees are protected from sexually motivated remarks
	1
	2
	3
	4
	5

	17. BOU Women employees are protected from pornography 
	1
	2
	3
	4
	5

	18. BOU Women employees are protected from sexually motivated “something for something” demands
	1
	2
	3
	4
	5

	Bullying 

	19. Women employees in bank of Uganda are well protected from verbal aggression from follow employees of the bank 
	1
	2
	3
	4
	5

	20. Women employees in bank of Uganda are well protected from physical aggression from fellow employees of the bank
	1
	2
	3
	4
	5

	21. Women employees in bank of Uganda are well protected from psychological aggression from fellow employees of the bank
	1
	2
	3
	4
	5

	22. Women employees in bank of Uganda are well protected from intimidation from fellow employees of the bank
	1
	2
	3
	4
	5

	Work-family balance 

	Work flexibility 

	23. Female employees in BOU are given flexible working arrangement allowing them to balance their domestic demands 
	1
	2
	3
	4
	5

	24. Female employees in BOU are given ample flexibility to schedule their duties
	1
	2
	3
	4
	5

	25. Females employees in BOU are given ample annual leave to allow them balance their domestic demands
	1
	2
	3
	4
	5

	26. Female employees in BOU are given ample annual leave to allow them balance their domestic demands
	1
	2
	3
	4
	5

	Employee assistance programs

	27. BOU has child care centres to structure  employee work-life balance
	1
	2
	3
	4
	5

	28. BOU has a welfare program for elderly employees 
	1
	2
	3
	4
	5

	29. BOU has health care facilities to structure  employee work-life balance
	1
	2
	3
	4
	5

	30. BOU has child care centres to structure  employee work-life balance
	1
	2
	3
	4
	5

	31. BOU implements a sickness practice for long periods of  spouse illness
	1
	2
	3
	4
	5

	32. The employees of the BOU have access to counseling services to help them cope with work-family demands
	1
	2
	3
	4
	5


SECTION III: WOMEN CAREER ADVANCEMENT  

Indicate the extent to which you agree with the following observations on women career advancement in BOU on a scale of (1) = strongly disagree (2) = disagree, (3) = not sure (4) = agree (5) = strongly agree 
	Women Career Advancement  
	

	Training and development 

	1. Women training needs are always identified 
	1
	2
	3
	4
	5

	2. Women employees are always sponsored for off the job training to better their career advancement
	1
	2
	3
	4
	5

	3. Women employees of BOU are always sponsored for leadership training to better their career advancement
	1
	2
	3
	4
	5

	4. Women employees of BOU are always given mentors to better their managerial competencies
	1
	2
	3
	4
	5

	5. Women employees are always coached to better their managerial competencies
	1
	2
	3
	4
	5

	6. Women employees are always delegated managerial responsibilities to better their managerial capabilities
	1
	2
	3
	4
	5

	Promotion

	7. A reasonable number of women employees in BOU are promoted on an annual basis 
	1
	2
	3
	4
	5

	8. The top management of BOU has a reasonable number of women representatives
	1
	2
	3
	4
	5

	9. BOU has achieved an equal representation of male and female employees in top management positions. 
	1
	2
	3
	4
	5


Appendix II: Interview Guide
Introduction: Self introduction 
1. Describe your experiences of the gender considerations in the internal recruitment practice
2. To what extent does the internal recruitment practice influence women career development in BOU?

3. What are your observations on sexual harassment and bullying practice in BOU 

4. To what extent do workplace sexual harassment and bullying practices influence women career development in BOU?

5. What are the work-family balance practice provisions in BOU

6. To what extent does work-family balance practice influence women career development in BOU?

Appendix III: Table for determining sample size from a given population

	N
	S
	N
	S
	N
	S
	N
	S
	N
	S

	10
	10
	100
	80
	280
	162
	800
	260
	2800
	338

	15
	14
	110
	86
	290
	165
	850
	265
	3000
	341

	20
	19
	120
	92
	300
	169
	900
	269
	3500
	246

	25
	24
	130
	97
	320
	175
	950
	274
	4000
	351

	30
	28
	140
	103
	340
	181
	1000
	278
	4500
	351

	35
	32
	150
	108
	360
	186
	1100
	285
	5000
	357

	40
	36
	160
	113
	380
	181
	1200
	291
	6000
	361

	45
	40
	180
	118
	400
	196
	1300
	297
	7000
	364

	50
	44
	190
	123
	420
	201
	1400
	302
	8000
	367

	55
	48
	200
	127
	440
	205
	1500
	306
	9000
	368

	60
	52
	210
	132
	460
	210
	1600
	310
	10000
	373

	65
	56
	220
	136
	480
	214
	1700
	313
	15000
	375

	70
	59
	230
	140
	500
	217
	1800
	317
	20000
	377

	75
	63
	240
	144
	550
	225
	1900
	320
	30000
	379

	80
	66
	250
	148
	600
	234
	2000
	322
	40000
	380

	85
	70
	260
	152
	650
	242
	2200
	327
	50000
	381

	90
	73
	270
	155
	700
	248
	2400
	331
	75000
	382

	95
	76
	270
	159
	750
	256
	2600
	335
	100000
	384


Note:
“N” is population size


“S” is sample size.
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Women Safety Practices
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Family-work balance practices


Work/time flexibility 


Employee Assistance program 








