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ABSTRACT

Culture remains a powerful determinant of women’s professional trajectories, shaping the
opportunities, choices, and constraints they encounter in education and the workplace. In Uganda,
and particularly within the Bakiga community of Kabale District, traditional norms emphasizing

women’s domestic roles continue to hinder their advancement despite progressive policies such as
1

Universal Primary Education, Universal Secondary Education, and affirmative action frameworks.
This study examines the influence of Kikiga culture on women’s professional career attainment,
interrogating how cultural beliefs, practices, and gendered expectations intersect with
contemporary educational and professional opportunities. Guided by Social Constructionist
Theory, Liberal Feminist Theory, and Cultural Capital Theory, the research explores the dual

processes through which women negotiate cultural identity while pursuing professional growth.

The study is anchored in a subjectivist epistemology and a constructivist ontology, acknowledging
that knowledge and realities of women’s professional career attainment are socially constructed
through lived experiences. A qualitative phenomenological design was employed to explore and
interpret these experiences in depth. Data were collected from Bakiga women’s professionals, key
informants, and institutional representatives through in-depth interviews and focus group
discussions. Using a multi-site case study approach in Kabale District, the study draws insights
from higher education institutions, local government bodies, and community organizations. The
findings reveal persistent cultural barriers early marriages, gendered divisions of labor, and
societal expectations that limit women's access to leadership and formal employment. At the same
time, the research highlights women’s resilience and agency, as some navigate cultural constraints

to pursue carcers. The study underscores the paradox of cultural preservation versus gender equity,

XV



illustrating how Kikiga cultural norms simultaneously anchor community identity while

constraining women'’s career mobility.

The study concludes that to structural and cultural barriers enhanced to support women’s career
growth, requires context-sensitive interventions that combine education reforms, gender-
responsive policy implementation, and community engagement to reframe cultural perceptions of
women’s roles. By illuminating the cultural underpinnings of women’s professional career
attainment in Kabale, the research contributes to broader debates on gender equality and
sustainable development, aligning with the Sustainable Development Goals, especially SDG 5 on
Gender Equality and SDG 8 on Decent Work and Economic Growth. Ultimately, empowering
Bakiga women to reconcile cultural identity with career aspirations is not only essential for their
personal advancement but also critical for the socio-economic transformation of Kabale District

and Uganda at large.

XVI



CHAPTER ONE

GENERAL INTRODUCTION
1.0 Introduction
This chapter provides background information on the study of culture and women’s professional
career attainment, states the problem of the study, the general aims of the study, the specific aims
of the study, the research questions guiding the study, the scope of the study, the rationale for the
study, the definition of operational terms, the theoretical framework, and finally the conceptual
framework.

1.1 Background to the study

Culture plays a fundamental role in shaping societal norms and individual behaviours, influencing
the way humans think, feel, and act. It encompasses a wide range of practices, beliefs, values, and
ﬁtraditions that are shared by a particular group of people. These cultural attributes deeply impact
various aspects of life, including education, professional advancement, and career attainment.
Particularly for marginalized groups such as women, cultural practices and norms can significantly
impact their opportunities and prospects (Kumar, 2010). Understanding these cultural dynamics is
essential for promoting inclusive development strategies. Culture is a complex and multifaceted
concept that includes knowledge, beliefs, art, morals, laws, customs, and other capabilities and
habits acquired by individuals as members of a society (Causadias, 2020). It also includes the way
pf life of a particular group of people, including their norms, values, taboos, and various
behavioural practices. Culture involves the totality of learned and socially transmitted customs,
knowledge, material objects, and behaviour (Eagleton, 2016; Kwantes & Glazer, 2017). It

encompasses the collective body of learned behaviours that are considered to be the tradition of a



particular group and are passed down from one generation to another. In this sense, culture can be
understood as the collective programming of the mind that distinguishes one group or category of
people from another (Gamsakhurdia, 2020). This "programming" shapes not only everyday actions

but also the long-term opportunities that individuals can pursue.

Over the years, several global cultural trends have emerged, each affecting women's professional
lives in different ways (Griswold, 2012). In many parts of the world, gender equality movements
have led to policy changes that support women’s professional career attainment (Griswold,
2012). Countries such as Sweden and Iceland have implemented gender-equal parental leave
policies, ensuring that both men and women share childcare responsibilities, allowing women to
focus on their careers. The European Union’s Gender Equality Strategy 2020-2025 aims to ensure

equal pay and representation for women in leadership roles (Debusscher, 2023).

However, in some developing countries, cultural norms still limit women's access to high-ranking
positions. In Saudi Arabia, despite recent reforms allowing women to drive and participate more
actively in the workforce, deeply rooted patriarchal values continue to limit women's career growth
in male-dominated sectors (Aldossari & Chaudhry, 2024). Cultural expectations regarding
women's roles in the family significantly impact their professional growth. In Japan, the concept
of "M-shaped employment" describes how many women exit the workforce after childbirth and
struggle to re-enter at the same level (Ye, 2018). Despite government initiatives to encourage
awork-life balance, societal expectations often discourage women from prioritizing career

ambitions over family obligations.

Therefore, cultural trends continue to evolve, shaping the professional experiences of women

across the globe. While some countries have made significant strides in gender equality, others



still grapple with deeply ingrained cultural norms that hinder women's career progression (De

Welde & Stepnick, 2023).

In India women are constrained from moving to open labor force and factories, they are expected
to keep in doors and look after the family. However, In Japan, the concept of "M-shaped
employment" describes how many women exit the workforce after childbirth and struggle to re-
enter at the same level (Ye, 2018). Important to note is that in Uganda, the percentage of women
in parliament is 34.1 as of December 2024, the number of female parliamentarians is 189 out of
555, and the percentage of women researchers is 28 % compared to the global average of 33 %
(UBOS, 2024) In addition, the proportion of women in managerial positions is 35.05 % and
jWomen in the wage employment in the non-agricultural sector is only 0.8 % as per 2009 (UBOs,

2024).

In many other countries in Africa, for instance in East Africa, women are making strides in
education, entrepreneurship, technology, and politics, moreover they still face challenges which
include gender biases and societal expectations that prioritize marriage and family over career
ambitions. Conversely in South Africa, progressive labor laws and gender equality policies have
improved women’s participation in corporate and leadership roles. Nevertheless, traditional
Patriarchal structures still affect industries such as mining and engineering, where women remain
underrepresented. More so, Ethiopia, the growing participation of women in business and
government indicates a cultural shift, but deep-rooted gender disparities persist, particularly in
rural areas where early marriage and limited educational opportunities continue to hinder women's

career growth.

While in Uganda, specific cultural expectations place a strong emphasis on women’s domestic

roles, making it difficult for them to pursue higher education and professional careers. Despite



this, initiatives like affirmative action and other gender advocacy programs are helping to shift
perceptions and encourage women 1o pursue careers in male-dominated fields, the Kikiga culture

remain unclear on the status of women career attainment.

The Bakiga traditionally well known for engaging in activities such as crop farming, hunting, and
domestic roles, with gender-specific responsibilities that influenced women's educational and
professional opportunities. Informal education was prevalent, with distinct roles taught based on
gender, impacting the career attainment of women in the region (Karwemera, 2008). The
introduction of formal education and colonial influence brought changes, yet gender-based
educational disparities persisted, underscoring the complex interplay between culture and career
opportunities (Ssekamwa, 1998). Colonial influence also perpetuated some pre-existing gender
inequalities, while modern education systems have struggled to fully dismantle these entrenched

norms.

Career attainment, a lifelong process of learning, decision-making, and advancing along a career
path, is influenced by psychological, sociological, cultural, educational, physical, economic, and
chance factors (Micky, 2020). It includes managing life, learning, and work towards a desired
‘future (Kwesiga, 2002). This process can be viewed from both the organizational and individual
perspectives, emphasizing the importance of aligning personal goals with organizational
objectives to maximize productivity and job satisfaction (Guttridge, 2005). However, in
communities where traditional gender roles dominate, career attainment for women can be

hindered, limiting their progression within formal sectors.

In addition to the growth and support of women’s professional career attainment, the Sustainable
Development Goals (SDGs), adopted by the United Nations in 2015, provide a global framework

for addressing pressing social, economic, and environmental issues for women for people,

4



inclusive of women. Among the 17 goals, several directly and indirectly influence culture and
professional women’s career attainment, most notably: SDG 5: Gender Equality, SDG 4: Quality
Education, SDG 8: Decent Work and Economic Growth, SDG 10: Reduced Inequalities. These
goals promote a shift in cultural attitudes, norms, and institutional practices that have traditionally
marginalized women in the workforce. In alignment with the United Nations’ Sustainable
Development Goals (SDGs), particularly SDG 5 on Gender Equality, there has been a growing
emphasis on transforming cultural norms that hinder women’s full participation in the labor force.
These global frameworks are influencing local cultures by encouraging reforms in education,
workplace policies, and gender norms. Despite these shifts, many women, especially in traditional
societies, continue to face cultural barriers that impede their career attainment. This study seeks to
explore the interaction between such cultural dynamics and the global push for gender equality,

with a focus on how culture shapes women’s career trajectories.

Connected to the above, the fields of Science, Technology, Engineering, and Mathematics (STEM)
are globally recognized as key drivers of innovation, economic growth, and sustainable
development. However, they have historically been male-dominated, largely due to deep-rooted
cultural beliefs about gender roles and intellectual capabilities. Over time, the increasing inclusion
of women in STEM is reshaping cultural perceptions and expanding career opportunities for
women, particularly in contexts where cultural norms have traditionally restricted them. STEM
fields play a transformative role in influencing culture and professional women’s career
attainment. Traditionally, cultural norms have portrayed science and technology as male domains,

leading to the exclusion of women from these lucrative and influential careers.



The World Bank report (1995) on Gender Equality as Smart Economics, emphasizes the care
attainment of women as a weapon for economic empowerment of women. Forms of wome;
empowerment refer to the various dimensions through which women gain control over their live
make strategic choices, and achieve full participation in society. These forms often intersect a:
reinforce each other. Below are the key forms of women's empowerment, include Econom
Empowerment This involves giving women access to and control over financial resources, asse
lincomre, and employment opportunities, Access to jobs and entrepreneurship, Equal pay a
financial independence, Ownership of land and property, Participation in cooperatives a
business networks, Economic empowerment is central to enabling women to rise above povei

and participate equally in society" (UN Women, 2020).

However, despite global advancements in promoting gender equality in education and care
attainment for women, recent research suggests that local cultural practices play a significant rc
in shaping these dynamics (UNESCO, 2022). According to Cookson et al. (2023), gender norn
deeply embedded within cultures, significantly influence the progress, stagnation, or regression
;gender equality within career development realms. The Bakiga community's traditional belic
prioritize male education, which can impede women's educational opportunities and hinder th
career advancement. Such cultural norms often extend into professional spaces, creating additior

barriers to women's success. These norms extend beyond superficial aspects such as marria

customs and attire, encompassing deeply ingrained gender roles and expectations.

The interplay between culture and education is further complicated by economic and social factc
that are culturally sanctioned, such as early marriages and the perceived societal roles assigned

men and women (Kohno, et al., 2020). The influence of cultural factors on women's access



education and professional growth leads to significant challenges in these areas. Kumar (2010), in
a study focused on the Indian context, posits that women's lives and education are still deeply
influenced by cultural forces rooted in history. The cultural environment in which girls are brought
up and socialized into womanhood constitutes a formidable barrier that hinders progress and
outcomes for many women. According to Rwomushana (2024), Bakiga women face multiple
intersecting obstacles based on both their cultural background and socio-economic realities
(Rwomushana E. 2024). While cultural values are crucial in maintaining societal coherence and
identity, they often perpetuate gender disparities, particularly in career development. This is
evidenced by traditional roles that prioritize domestic responsibilities for women, thereby limiting

their access to formal education and subsequent career opportunities (Schaefer, 1996).

The interplay between culture and career attainment is well-supported by various theories in
anthropology and sociology. Geert Hofstede's framework of cultural dimensions, particularly
dimensions like "individualism vs. collectivism and long-term vs. short-term orientation, offers
a

valuable insights (Hofstede, 1980). For instance, societies that score higher on long-term
orientation may prioritize education and training investments, potentially impacting how Bakiga
culture views the importance of education for women and their career prospects. Additionally,
Pierre Bourdieu's concept of cultural capital offers a valuable lens through which to view education
as part of broader social values transmitted through generations (Bourdieu, 1986). This perspective
is essential in analysing how cultural heritage and expectations shape the career opportunities

available to women. These theoretical frameworks offer a rich foundation to analyse the complex

interactions between cultural norms, gender expectations, and career development.



Building on these insights, this study adopts a multi-pronged theoretical approach. Social
Constructionist Theory and Liberal Feminist Theory are chosen as primary themes due to their
direct relevance in addressing the influence of cultural norms on professional women’s career
attainment. These theories will guide the examination of how gender roles are culturally
constructed within the Bakiga community and how these roles can be reshaped through targeted
educational and policy interventions. The integration of Cultural Capital Theory further allows for
an exploration of how specific cultural assets within the Bakiga community shape professional
growth, particularly for women. By understanding the dynamics of cultural influence through these
lenses, the study aims to identify strategic interventions that could alleviate cultural barriers,
fostering a more equitable environment for professional women’s career attainment within the

Bakiga women.

This research seeks to explore the specific cultural practices of the Bakiga women in Kabale
District and their impact on women’s professional career attainment. By integrating recent research
i

and theories, this study aims to provide a nuanced understanding of the cultural factors that shape
women's career trajectories in this region. The findings of this research will contribute to the
existing body of knowledge on the intersection of culture and career attainment, particularly in the
context of marginalized communities. By shedding light on the specific challenges and
opportunities faced by Bakiga women, this study aims to inform policymakers, educators, and
community leaders on strategies to promote gender equality in education and professional
advancement. This study will not only uncover hidden cultural obstacles but will also pave the

way for innovative interventions that align cultural preservation with gender inclusivity. It is hoped

that this research will contribute to the development of targefed interventions and policies that



empower women in the Bakiga community to overcome cultural barriers and achieve their career

aspirations.

This study focuses on the role of culture in shaping the career attainment of Bakiga women in
Kabale District, Uganda. The Bakiga, an ethnic group residing in south-western Uganda, are

known for their distinct cultural practices and norms. Examining these cultural attributes in relation
i

to gender and career attainment is crucial for addressing the challenges they face and promoting

gender equality.

1.2 Statement of the Problem

The relationship between culture and women’s professional career attainment is multifaceted,
influenced by gender equality, socio-cultural factors, and corporate environments. Gender equality
significantly affects professional women’s career attainment, with organizational culture acting as
an intermediary. A supportive culture enhances work performance and career attainment
opportunities for women (Siagian, 2024). In Kabale District, Uganda, as in many parts of the
world, culture profoundly shapes the aspirations and opportunities for professional women’s career
attainment. Cultural practices and norms, deeply rooted in the region's history and daily life, have
a significant impact on women's educational and professional advancement (Lips,2016).The
Bakiga community, characterized by its distinct cultural values, such as early marriages, bride
price, and a preference for informal education, presents a unique context to explore these dynamics
(Moore, 2002; Kwesiga and Neema, 2015). However, despite these distinctive cultural practices,
there is limited research specifically addressing how these cultural norms influence the career

attainment of women.

Even though efforts have been made to promote gender womens professional career attainment

through various educational reforms and initiatives, such as Universal Primary Education (UPE),
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Universal Secondary Education (USE), and affirmative action policies, significant gaps remain in

educational attainment and career attainmentbetween men and women in Kabale district (The
Gender Policy, 1996; UNESCO, 2018). There gaps have been widened by the affirmation action,
lack of strict laws on human and womens rights and the proper use of the guidelines in the
consttution. One of the major efforts put in place to enhance women’s career attainment is
affirmative action. It refers to policies and practices designed to address historical and structural
!inequalities by actively promoting the inclusion and advancement of marginalized or
underrepresented groups particularly in areas such as education, employment, leadership, and
public service. It often involves targeted measures, such as quotas, preferential hiring,
scholarships, and promotions, aimed at increasing opportunities for women, ethnic minorities,
persons with disabilities, and other disadvantaged populations. Reskin (1998) defines affirmative
action as: A set of policies that take gender, race, or ethnicity into account in order to promote
equal opportunity and reduce discrimination. Fullinwider (2009) asserts that affirmative action is
an intervention strategy that seeks to level the playing field by correcting systemic barriers and
i

past injustices. UNESCO (2003) analyses affirmative action as a range of special measures

adopted to overcome inequality and enable disadvantaged groups to access and participate fully in

society.

On the same note, the Constitution of the Republic of Uganda, 1995 plays a crucial role in
supporting and promoting professional women’s career attainment through a comprehensive
framework of rights, freedoms, and affirmative action. Article 21, advocates for the promotion of
equality and non-discrimination in employment and career growth. The Constitution guarantees

equality before and under the law for all citizens regardless of sex, race, or religion. This creates a
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legal foundation to challenge discrimination against women in the workplace and ensures equal

treatment in hiring, promotion, and remuneration.

In addition, Article 32 on affirmative action mandates the state to take affirmative action in favor
of groups historically disadvantaged by discrimination. The problem in this is that Women are
often marginalized in education and employment. In addition, Article 30, provides the right of all
people to education, The Constitution provides for the right to education for all Ugandans,
including women and also the constitution looks at education as a key enabler for women’s career
development through career attainment. The 1995 Constitution of Uganda serves as a powerful
tool for advancing professional women’s career attainment. It lays down principles of equality,
protection, empowerment, and affirmative action, which form the basis for legal, policy, and
institutional reforms aimed at removing gender barriers and fostering inclusive development. It
also obligates the state and society to actively promote women's full participation in all spheres of
life.

More scholarly research have studied widely the improvements in the educational landscape,
women, significant barriers to career attainment across various sectors generally Kabale district
(Brown, 1996; Kamau, 2004; Navarro-Astor et al., 2017; Khan, 2022; Mohamed et al., 2021).
However scanty studies have been carried out about the Kikiga culture and how it influences the
professional women’s career attainment statistical data have continuously showed a persistent
underrepresentation of women in higher education and leadership roles, reflecting broader national
trends (UBOS, 2014; NPHC, 2014). This underrepresentation not only underscores the challenges
women face due to cultural constraints but also highlights the potential economic and social

consequences for the community. The lack of limited number of women in leadership and
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professional sectors can perpetuate economic disparities and hinder comprehensive community
development. The continuation of these disparities limits the full potential of women’s

contributions to both their families and the community at large.

This study investigates the interplay between cultural norms and career attainment among Bakiga
women, exploring how traditional values and modern educational opportunities influence their
career trajectories. By understanding these dynamics, this research seeks to contribute to the
discourse on gender equality and empowerment, providing insights that could inform policy and
community interventions aimed at bridging the gender gap in career attainment. The significance
of addressing this problem extends beyond academic pursuit; it is crucial for realizing broader
developmental goals. When women attain higher levels of education and advance in their careers,
they not only improve their own and their families' living standards, but also contribute
significantly to the socio-economic development of their communities and the nation (Boserup,
2013). Therefore, understanding and addressing the barriers to career attainment for women in the
aBakig,a community is imperative for promoting sustainable development and gender equality.

Overcoming these barriers could unlock new opportunities for women and foster inclusive

development within the region.

1.3. Objectives of the study
1.3.1 The general objectives of the study
The general objective of the study is to examine the effect of Kikiga culture on women’s

professional career attainment in Kabale district, Uganda.
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1.3.2 Specific Objectives

The specific objectives of the study were:

1. To identify the key components of Kikiga Culture that influence the professional lives of Bakiga
Women in Kabale district.

1i, To analyze how Kikiga culture influences the professional growth and career attainment of

Bakiga women in Kabale District.

iii. To explore how Bakiga women balance their cultural identity with their career aspirations and

professional growth in Kabale district.

iv. To find out the ways in which career attainment impacts on women'’s professional career growth

in Kabale district.

V. To analyse the challenges faced by Bakiga women in their quest to attain a career in Kabale
District.

"
¥

vi. To devise the strategies to enhancing women’s professional career attainment in Kabale District

1.4 Research questions
The study was guided by the following research questions.
1) What are the key components of Kikiga culture that influence the professional lives of

Bakiga women in Kabale district, Uganda?

ii) How does Kikiga culture influence Bakiga women’s professional career attainment in
Kabale district, Uganda?
iii) How do Bakiga women negotiate their Kikiga cultural identity with their career goals and

aspirations in Kabale district?
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iv) How does career attainment impacts on women’s professional career growth in Kabale

district.

v) What challenges are faced by Bakiga women in their quest to attain a career in Kabale
District?
vi) What are the strategies to enhancing Bakiga women’s professional career attainment in
Kabale District
L5 Area of the study
The study was conducted in Kabale District, in different institutions and organizations in Kabale
district. The institutions included Kabale University, Uganda College of Commerce, and Kabale
Technical Institute. In addition, the study involved other organizations such as the Kabale District
Local Government, the Human Rights Office, probation office, Non-Governmental Organization
(NGO), and selected key informants. These institutions and organizations were purposively
selected due to their unique roles within the district. Kabale University was considered because at
the time it was the only fully-fledged university while Uganda College of Commerce was
considered because it was sole degree-awarding institution. In addition, Kabale Technical Institute
was considered because it was the only government vocational institution in Kabale District that a
warded diplomas at the time. The selection of the study area was further supported by preliminary
data obtained from local radio broadcasts and consultations with religious leaders and community
elders, which revealed a significant gender disparity between men and women in career attainment.
This initial evidence spurred the researcher's interest in examining the effect of Kikiga culture on

the career attainment of Bakiga women in the Kabale district.
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Furthermore, the chosen institutions and organizations are directly relevant to addressing the
study’s objectives. Tertiary institutions like Kabale University, Uganda College of Commerce, and
Kabale Technical Institute provide critical insights into the educational pathways and career
Opportunities available to women, reflecting both the progress and challenges within formal
education systems. Concurrently, organizations such as the Kabale District Local Government, the
;Human Rights Office and the NGO offered valuable data on policy implementation and
community-level practices that influence career attainment. This multi-faceted approach aligns
with established research literature which advocates for the integration of diverse data sources to
capture the complex interplay between cultural norms and career advancement (Hofstede, 1980;
Bourdieu, 1986). By incorporating perspectives from both educational institutions and local
organizations, the study not only broadens its analytical scope but also enriches its capacity to

propose informed and context-specific interventions for promoting gender equality in career

attainment.
i

The justification for the choice of the area was that through radio news, information from religious
leaders and elders, indicated that there were less women that acquired career attainment compared
men. Because of repeated stories, the researcher developed interest to carry out a study to ascertain

the effect of culture on women’s education career attainment.

1.6 Scope of the study

This research delves into the profound influence of Kikiga culture on the career attainment of
Bakiga women in Kabale District, with a particular focus on the cultural components of values,
seliefs, norms, customs and sanctions. The study targets educated women and those on education

rack in institutions of higher learning. The women include are those of 18 years and above, and
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are Bakiga women who have lived in Kabale. These components are pivotal as they form the social

framework within which Bakiga women organize their professional lives.

Kikiga culture, with its roots deeply embedded in the hilly terrains of southwestern Uganda,
encompasses a rich tapestry of language. social structures, customs, and beliefs. For centuries, this
tulture has dictated the daily activities and societal norms of its people. A critical aspect of this

culture is the traditional gender roles, where women are predominantly seen as caretakers and
homemakers, thus prioritizing family over professional ambitions. This long-standing view has
historically restricted women's participation in the formal workforce, severely limiting their
opportunities for career attainment. Additionally, Kikiga culture emphasizes a strong sense of
community and collective decision-making. The community significantly influences individual
life choices, including those of women, often dictating career paths through societal expectations
and traditional practices such as marriage and dowry ceremonies. These practices reinforce the
‘notion that a woman’s primary responsibility lies within the home, further limiting her access to

formal career opportunities.

Moreover, the pervasive influence of Kikiga cultural norms has led to limited access to educational
and professional opportunities, resulting in significant gender disparities within Kabale District.
Community pressure and the emphasis on conformity to traditional practices often force women
to sacrifice their professional ambitions to meet family and societal expectations. Despite these
constraints, a growing movement among Bakiga women especially those with access to higher
education is redefining traditional roles and challenging these long-held norms. This study captures
the experiences of those who have broken through cultural barriers, as well as insights from key
informants, both male and female, who have witnessed the evolving dynamics of gender roles in

educational and professional contexts. In summary, this study not only examines how cultural
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factors influence career attainment but also highlights the resilience and determination of Bakiga
Wwomen who are actively seeking to reconcile their cultural identity with their professional
aspirations. The study took place in Kabale district in the selected tertiary institutions and selected
organizations. Majorly the study targeted women who had progressed with their career and those
who were upgrading. It targeting women of 18 years and above and it also included very few

Bakiga men.
|

1.7 Significance of the study

The findings of the study have crucial practical implication policy makers trying to enhance
women’s professional career attainment. Key stake holders could use the data to develop key
strategies that will enhance professional women’s professional career attainment. The insights
generated from this research supports policymakers in designing and implementing gender-
sensitive policies that promote not only equal educational opportunities across all levels but also
tailored strategies to enhance women's professional advancement. By addressing socio-cultural
barriers, these policies can be more effectively aligned with the unique cultural context of the
Bakiga community, thereby improving educational infrastructure and support systems throughout
Kabale District and creating an environment that is conducive to women’s empowerment and long-

term career success.

The study is important in facilitating future research related to women career attainment. By
providing qualitative and quantitative data on women’s professional career attainment, the study
sets a foundation for future research. It identifies current gaps in literature and encourages further
?tudies to explore on related topics on women'’s professional career attainment. Future research

could build on these findings to examine the general causes of involved of few women in attaining

a career.

17



In addition, societal impact becomes one of the significances of the study. It highlights broader
societal benefits of women attaining a career like them getting good jobs, increased incomes,
economic, social and political development and their general wellbeing. This study will contribute
to the field of knowledge by providing new insights or solutions that

The study inspires Bakiga women to endeavor to attain a career and also help other women attain
'it, after appreciating challenges that hinder them from attainment it. Their motivation to attain a
career is based on the positive factors that pertain to it. Some of these include acquisition of skills,

getting good jobs and improved standards of living.

The study creates awareness on the importance of women'’s professional career attainment and
how this would contribute to the social, economic, and political development of women in Kabale
district. It is hoped to raise the stakeholders’ needs to develop appropriate strategies to address the
salient issues in Kikiga culture that affect women’s professional career attainment in Kabale
district.

iFur’[her, the significance of this study lies in its potential to inform and transform gender-sensitive
policy decisions in Kabale District, ultimately advancing the career attainment of Bakiga women.
By uncovering the specific cultural barriers and facilitators that affect their career trajectories, the
findings will empower stakeholders including local government, educational institutions,
community leaders, and non-governmental organizations to develop targeted interventions that

directly address these challenges and foster more inclusive career opportunities.

Moreover, this study plays a critical role in challenging and reshaping cultural perceptions
regarding women'’s education and professional success within the Bakiga women. By highlighting
successful case studies and offering evidence-based recommendations, the research aims to shift

community mindsets towards a more inclusive view of women’s roles beyond domestic
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boundaries. This paradigm shift is essential for breaking down longstanding stereotypes that have

historically limited women’s participation in the formal workforce.

The findings directly benefit Bakiga women by addressing rigid and potentially discriminatory
Cultural practices. With increased awareness and understanding, women get be better equipped to
challenge these practices and advocate for equitable cultural norms, thereby enhancing their
'dignity and expanding their career opportunities. This shift in cultural attitudes has the potential to
create a lasting cycle of empowerment that will positively impact future generations.

Finally, this study serves as a valuable resource for future researchers investigating the interplay
between culture and professional women'’s career attainment, both in Kabale District and in similar
socio-cultural settings across Uganda. The comprehensive insights and framework provided herein
will contribute to a deeper understanding of the impact of cultural norms on gender dynamics,
laying the groundwork for comparative and longitudinal studies on women’s empowerment in
diverse contexts. Finally, this research contributes to broader debates on gender equality and
|

Sustainable development, aligning with the Sustainable Development Goals, especially SDG 5 on
Gender Equality and SDG 8 on Decent Work and Economic Growth. Ultimately, empowering
Bakiga women to reconcile cultural identity with career aspirations is not only essential for their

personal advancement but also critical for the socio-economic transformation of Kabale District

and Uganda at large.

1.7 Theoretical Frame work

This study examines the influence of Kikiga culture on professional women’s career attainment
through a multi-layered theoretical approach. In order to address the study's objective of
uncovering cultural barriers and facilitators that shape professional women’s career attainment,

the research draws on Social Constructionist Theory, Liberal Feminist Theory, and Cultural
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" Capital Theory. Together, these frame works provide a comprehensive analysis of how cultural
norms, gendered expectations, and social resources impact the career outcomes of Bakiga women.
Social Constructionist Theory, as advanced by Bem and Coltr (1967), offers valuable insights into
how gender roles are socially constructed through processes of socialization. This perspective is
Crucial for understanding how cultural norms within the Bakiga women shape women's self-
perceptions, career aspirations, and decision-making processes. Despite improvements in
educational access, traditional gender roles continue to constrain women's career opportunities. By
employing a social constructivist lens, the study examines how cultural conditioning within
familial and community structures perpetuates gender stereotypes, often leading women to set

more modest career goals in order to conform to societal expectations.

Social Constructivism is a sociological and psychological theory that emphasizes the role of social
jnteraction and cultural context in the development of knowledge, meaning, and understanding.
Rooted in the works of scholars such as Lev Vygotsky, Peter Berger, and Thomas Luckmann, the
theory argues that knowledge and reality are not merely discovered, but rather constructed through
human interaction and language. In the context of gender, career, and cultural identity, Social
Constructivism provides a powerful lens to analyze how societal norms and cultural values shape
individuals' understanding of roles, including what is deemed appropriate for men and women in
society.

The importance of this theory is that knowledge is constructed through social processes.
i

Individuals learn and internalize knowledge through interaction with others, family, peers,

institutions, media. and culture at large. Language not only expresses thought but also shapes how

people think and what they come to accept as reality. In addition, Reality is socially constructed.



Hence what people consider to be real or true is defined by collective agreement. For instance, the
idea that women are “naturally suited” for domestic roles is not biologically determined but

socially constructed.

The critiques of the theory assert the following. They say that while Social Constructivism has
been influential and wildely applied, it is not without criticism. They say that the overemphasis on
issue of social influence in determining peoples choices and decisions. In addition, they argue that
the theory downplays the role of individual agency and innate factors such as biology, personality,
and cognitive ability. By focusing so heavily on social processes, it may ignore the individual’s
capacity to resist, reinterpret, or challenge social constructs. In addition, critiques say that the
theory relies on relativism and Lack of Objectivity. Social Constructivism often leads to

epistemological relativism, the belief that truth is entirely subjective and culturally dependent.
i

To sum it up, the theory provides a valuable framework for understanding how cultural norms and
social interactions shape gender roles and career pathways. It is particularly relevant in analyzing
how Bakiga women in Kabale District construct and navigate their identities within traditional and
modern expectations. However, to fully address the challenges these women face, the theory must
be used alongside other perspectives that consider individual agency, structural factors, and policy

interventions.

Liberal Feminist Theory, particularly as developed by Wallston (1972), complements this analysis
i

by focusing on structural inequalities. This theory argues that disparities in career progression stem
from unequal access to resources such as education and employment opportunities. In the context

of Kikiga culture, liberal feminist theory is applied to explore how equal access to education and

professional opportunities could dismantle the structural barriers imposed by traditional gender
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‘morms. Through this perspective, the study investigates how educational empowerment and
€conomic independence can challenge and potentially transform these cultural constraints, thereby
ienhancing women's ability to attain their career. Liberal Feminism is one of the earliest and most
influential strands of feminist thought. Rooted in the liberal political tradition, it focuses on the
promotion of individual rights, equality of opportunity, and legal reforms to address gender

inequality. Liberal feminists argue that women should have the same legal, political, educational,

and economic rights as men.

Key proponents of liberal feminism include Mary Wollstonecraft, Betty Friedan, and John Stuart
Mill. They emphasized the importance of access to education, equal pay, reproductive rights, and
freedom from discrimination in the public sphere. The strength of the theory is that the advocates
for equality through legal and policy reform, advocates for changing laws and institutions that
diseriminate against women like workplace policies, voting rights, property rights. Emphasis on
individual rights and choice is encouraged by the theory. Belief that women, like men, are rational
individuals capable of making informed decisions and should be free to pursue careers, education,
and leadership roles. In addition, it advocates for the Integration over revolution: Focuses on
working within existing systems rather than radically transforming society to improve women'’s

status.
1

The theory is important in relation to professional women’s career attainment because it’s Practical
and Policy-Oriented. Liberal feminism has contributed to tangible reforms, such as laws against
gender discrimination, affirmative action, equal pay legislation, and increased access to education

and employment.
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In conclusion, Liberal Feminist Theory provides a strong foundation for promoting gender equality

in education, employment, and legal rights, which are essential for professional women’s career
i
attainment. Its focus on individual rights and institutional reform makes it a valuable tool for

addressing cultural and systemic barriers. However, its limitations, particularly in engaging with

intersectional and deep-rooted cultural issues, highlight the need to complement it with other

feminist perspectives that are more culturally sensitive and context-specific.

The last theory is the Cultural Capital Theory formulated by Pierre Bourdieu. It introduces a critical
dimension by examining the role of non-economic resources in facilitating or hindering career
success. Cultural capital which includes knowledge, skills, language proficiency, and social
'inetworks, plays a significant role in determining women'’s access to educational and professional
Opportunities. Within the Bakiga women, variations in cultural capital contribute to unequal career
attainment, as women from families that value and invest in education accumulate the cultural
Iesources necessary for social mobility. Conversely, women with limited cultural capital remain

confined by traditional roles and reduced opportunities for professional advancement.

‘The theory is important because it, Explains Social Inequality beyond Economics Bourdieu’s
\

theory provides a nuanced understanding of how non-financial factors influence life outcomes,
_";Fucll as success in school or at work. Connects Culture to Power and Opportunist, Cultural capital

shows how culture is not necutral; rather, it reflects and reinforces dominant class values. Those

‘Who possess the right culture language, tastes, and behaviors are more likely to succeed. Relevance

to Education and Career, it demonstrates how early exposure to cultural resources like books,

mentorship, or communication skills impacts academic success.and later career progression.
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The critiques of the theory say that the theory heavily emphasizes class reproduction and n
underrepresent other forms of oppression, such as gender, race, or ethnicity, unless adapted. Tt
argue that Bourdieu's framework may appear too deterministic, implying that individuals w
limited cultural capital have little agency to break free from disadvantage. In addition, the the«
is accused of being grounded in European elite culture, the theory has been critiqued for being I
applicable in non-Western or multicultural contexts, where different forms of cultural capital m
bevalued and lastly, they say that the theory overlooks non-dominant or indigenous cultural forn

Which may be valuable in certain local contexts but not recognized in formal institutions.

JThe theory applies well to culture and professional women’s career attainment in a way that it
highly applicable to understanding how cultural norms and socialization impact women's acce
to career opportunities, especially in patriarchal or traditional societies like those found in parts
Uganda, including Kabale District. In addition, with regard to Socialization and Gender Roli
Women may be socialized from an early age into roles that emphasize obedience, caregiving, a
domestic responsibilities, rather than ambition. leadership, or competitiveness, traits often valu

In professional settings. This limits their embodied cultural capital in the career domain.

There is also lack of Institutionalized Capital Due to cultural expectations, many women may ha
limited access to higher education or professional training, resulting in fewer academic credentis
or institutional recognition of their abilities. The last issue of critiqile is that Cultural Knowled,
Not Valued by Institution. In many cases, women may possess forms of cultural capital rooted
traditional knowledge but these are not recognized in formal employment sectors. Lastly, from t]

analysis of the theory, women must often adopt or learn dominant professional behaviors, such .



assertiveness, formal communication, and networking, to succeed in male-dominated

environments, which may conflict with their cultural upbringing.

1

Cultural Capital Theory offers valuable insight into how culture, upbringing, and education shape
Wwomen’s opportunities for career attainment. It highlights that beyond financial barriers, women
face cultural disadvantages rooted in how they are raised and socialized, and what kinds of
knowledge and behaviors are valued in society. While the theory has been critiqued for its limited
attention to gender and non-Western contexts, it remains highly useful when adapted to include

gendered and cultural dynamics, as is the case in analyzing Bakiga women's experiences with

career attainment.

(|
The integration of these three theoretical perspectives Social Constructionist Theory, Liberal

Feminist Theory, and Cultural Capital Theory provides a holistic framework for analyzing the
multifaceted effects of culture on professional women’s career attainment. Social Constructionist
Theory elucidates the mechanisms by which cultural norms and gender roles are internalized,
Liberal Feminist Theory highlights the structural inequities that must be addressed to level the
playing field, and Cultural Capital Theory emphasizes the material and symbolic resources
essential for career success. Collectively, these theories offer a robust foundation for identifying
fhe pathways through which cultural practices within the Bakiga community influence women's

professional outcomes and for proposing strategies to create a more equitable environment.

This comprehensive theoretical frame work not only deepens our understanding of the specific

cultural barriers faced by Bakiga women but also directly informs the study's objectives. By

integrating multiple theoretical lenses, the study is well positioned to generate evidence-based



recommendations for policy interventions aimed at enhancing gender equality and empowering

Women to achieve their full career potential.

1.9 The Conceptual Framework

The conceptual framework illustrates the summary of the study and considers the components of

culture that influence women's professional career attainment in Kabale district.

Figure 1: A Conceptual Framework showing the effect of Culture on professional women’s

career attainment in Kabale District
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The above figure illustrates the effect of culture on professional women’s career attainment in
Kabale District. The independent variables are components of culture that include values, beliefs,

norms, customs and sanctions.

Values determine the choices and preferences that women make. Values determine decisions and
asirations that women make. Hence sometimes women are who they are because of the values
they uphold. As a result, values in the Kikiga culture may affect end point in the determination of
professional women’s career attainment. For women to study and attain a career and keep to their
career then they have in their values as something of importance and value. The above conceptual
framework illustrates the fact that when values are adhered to and supportive to a woman attaining
a career, she attains it, gets a job make money and, in the end, the independent variables like

_improved standards of living. The intervening variable in this case is the government policy on

professional women’s career attainment. This implies that values may influence professional
women’s career attainment positively of the government policy favors professional women’s
career attainment. The case in Uganda is that women are encouraged to attain a career, there is
affirmative action where in many job organizations women are encouraged to apply for jobs and

they are actually considered.

In addition, on the conceptual framework norms of Bakiga women determine their value for
enhanced career attainment or not. Norms are the expected standards of how Bakiga women should
iive, should behave, should act and also how they make their life choices. Norms include agreed
upon definitions of productive behavior and the mindsets of people. To this effect, norms
determine women'’s decisions to attain a career and the decision to work or not even when a career
is attained. When norms are good and positive and in support of professional women’s career

attainment, then the end result which is the dependent variable will be realized.
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The dependent variable is professional women’s career attainment. In this case, when women sail
through the hustles cause by negative cultural norms, they attain the careers by getting
qualifications, the get employment, they get promoted on the job, they get money and incomes so

they enhance the education of the children, the health of their children and other family members
i

and generally they become better in terms of standards of living and the wellbeing of their life and

that of family members.

Women will study, will acquire qualifications and will be able to get jobs .by the fact that women
form half of the population in Uganda’s population, then majority would have good like, get jobs
or businesses and prosper accordingly. This will influence a good population that is empowered,
educated, employed. The dependent variables may affect women career attainment negatively or
positively and this influence the end point of a woman with regard to career attainment.

;

Another component of culture that is illustrated on the conceptual framework is beliefs. This
includes women'’s acceptance that culture is true and real with or without proof. This involves
trust, faith, and confidence. The implication of beliefs is that what culture stipulated as a belief is
much valued and respected, for instance the believe that early marriage is valued, that virginity is
valued, that women should stay around their homes, to have children and others. In the strain to
for women to attain career attainment, the beliefs affect them positively or negatively. When they
are positive to towards career enhancement, they study and attain career and later enhance its
growth. However, they may not wish to attain a career because they believe it’s not necessary. As
when a belief is positive towards career is attained women attain it and, in the end, the independent
variables like acquisition of jobs and the general economic and social and political empowerment
of women is enhanced. However, the intervening variables like the financial ability for parents and

tdetermine the end point of professional women'’s career attainment.
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The other component of culture is customs that are widely accepted as the traditional way of
behaving and act of doing unique things different from the way others do them. Cultural customs
and one of the independent variables result in the support of professional women’s career
attainment or rejection of the same. If the customs of Kikiga culture support their education and
delay in school so that a career is attained, then women benefit. However, where the customs are
Contrary to the demands of professional women’s career attainment then it gets hard to attain them,
However, with a trend of change in the modern society and the spread of social media, some
Women skip the bureaucracy that culture inserts in people. Therefore, may influence women’s
professional career attainment especially when they positive. However, the intervening variables
like influence social media and friends may influence women'’s professional attainment of a career
or not. When attained there could be empowerment of women where they will be having jobs,

money, a voice to speak, financial power and ability to participate in decision making.

ILastly the other component of culture is sanctions which are threatening penalties for disobeying
the rules. The sanctions may be positive or negative. The positive sanctions include reward for the
good things done as described by culture, while the negative sanctions are punishments for wrong
doings. In this regard, women may prefer to do what culture stipulates even when it does not
enhance professional women’s career attainment. In the end, when women fear to break the rules
of the society so that they are not subjected to sanction, then they miss out on career attainment or
may attain it in case cultural sanctions are in favor of professional women’s career attainment.
When a career is attained, then women access jobs, make money, participate in politics and

generally contribute to social, economic and political development of country.

Government policies play a critical role in shaping the opportunities available to women. Policies

that promote gender equality, equal pay. access to education, maternity leave, and women in
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leadership can either support or hinder women's career growth. In Uganda, policies aligned with
the National Gender Policy and Vision 2040 are designed to remove institutional barriers and

promote women's participation in the workforce.

In addition, access to financial resources is essential for education, professional training, and career
development. Women from low-income families may face challenges in affording school fees,
ll‘l‘ansport, professional attire, or relocation for work. Limited financial means also restrict access

to internships or unpaid opportunities that may lead to long-term career advancement.

Further, employment and Income for Parents' employment status significantly influences their
children’s educational and career opportunities. When parents have stable incomes, they are more
likely to invest in their daughters’ education and support their career ambitions. In contrast, low
parental income can result in girls being withdrawn from school early or being pressured into

marriage or informal work, hindering their long-term career attainment.

It’s also important to note that affirmative action involves deliberate measures aimed at increasing
the representation of historically marginalized groups, such as women, in education and
employment. In Uganda, this includes lower cut-off points for female university entrants, reserved
seats in Parliament, and gender-inclusive recruitment policies. These interventions are critical in
leveling the playing field for women and enhancing their chances of entering and progressing in

various careers.

1.10 Operationalization of key terms

In this study, four important concepts are defined to facilitate understanding and how they were
|
used in the course of the study. They include Culture, a career, Career Attainment, and Bakiga
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Women. This provided an understanding of how these concepts are conceptualized and
Operationalized

'110.1 Culture

Culture has been defined generally as the totality of learned, socially transmitted customs,
knowledge, material objects, and behaviours that form a way of life for a group of people. It
encompasses elements such as behaviour, beliefs, taboos, language, religion, values, and symbols

‘passed from one generation to the next (Eagleton, 2016; Causadias, 2020).

In this study, culture is operationalized as the collection of specific beliefs, norms, practices, and
symbols prevalent in the Bakiga women that influence gender roles and shape the expectations
regarding professional women’s career attainment. More specifically, culture is perceived as
aconcept that encompasses the social behavior, institutions, and norms found in human societies,
as well as the knowledge, beliefs, arts, laws, customs, capabilities, attitudes, and habits of the
individuals in these groups Culture often originates from or is attributed to a specific region or

location.

Cultural norms codifies acceptable conduct in society; it serves as a guideline for behaviour, dress,
}anguage, and demeanour in a situation, which serves as a template for expectations in a social
group. Accepting only a monoculture in a social group can bear risks, just as a single species can

wither in the face of environmental change, for lack of functional responses to the change.

Generally, culture refers to a set of shared attitudes, values, goals, and practices that characterizes
an institution or organization. The customary beliefs, social forms, and material traits of a racial,
religious, or social group. The set of values, conventions, or social practices associated with a

particular field, activity, or societal characteristic. the integrated pattern of human knowledge,
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rbelief, and behavior that depends upon the capacity for learning and transmitting knowledge to
- Suceeeding generations the way of life, especially the general customs and beliefs, of a particular

group of people at a particular time, the attitudes, behavior, opinions, etc. of a particular group of

‘People within society.

1.10.2 A career

A career is the job or profession that someone does for a long period of their life. The term Career
15 often used to refer to a profession, occupation, trade or vocation. A career could define what a
Person does for a living and range from those that require extensive training and education to those
You can perform with only a high school diploma and a willingness to learn. A career could mean
Wworking as a doctor, lawyer, teacher, carpenter, veterinary assistant, electrician, cashier, teacher
or hairstylist. Career has another definition as well, though. It also refers to the progress and actions
you have taken throughout the working years of your life, especially as they relate to your
OCeupation. It is comprised of the different jobs you have held, titles you have earned and work
you have accomplished over a long period of time. When viewed in this context, a career includes
everything related to your career attainment, including your choice or profession and advancement.
Your single career could include a variety of different paths. It’s a profession for which one trains,
and which is undertaken as permanent calling. It’s a job or series of jobs that one undertakes during
their working life, like having a job or position as part of the training that one did in the institution

and is paid for it or a makes them get skills that enable them to be self-employed.

A career is an individual's metaphorical Journey through learning, work and other aspects of life.
There are a number of ways to define career and the term is used in a variety of ways. The career

s aperson's course or progress through life. This definition relates career to a range of aspects of

32



pan individual's life, learning, and work. Career is also frequently understood to relate to the

| Working aspects of an individual's life as in career woman (Wijewardhana & MMM, D. (2021).

A third way in which the term career is used describes an occupation or a profession that usually
involves specific training and formal education, considered to be a person's lifework. In this case
d career is seen as a sequence of related jobs, usually pursued within a single industry or sector:
One can speak for example of a career in education, of a criminal career or of a career in the building
trade. A career has been defined by organizational behavior researchers as "an individual's work-
telated and other relevant experiences, both inside and outside of organizations that form a unique

Pattern over the individual's life span (Wijewardhana, 2021, March).

L.10.3 Career attainment

Career attainment refers to the achievement of desired career goals and milestones, including
Promotions, salary increases, status, and overall success within one’s occupational path. Seibert,
Kraimer & Liden (2001) Career attainment refers to the level of accomplishment or success an
individual achieves in their professional life. On the other hand, Ng & Feldman (2014) However,
it encompasses both the skills and knowledge they have acquired, and the achievements they have

made in their chosen field. It's about reaching a desired level of expertise and success in one's

Career,

Career attainment encompasses both the skills and knowledge they have acquired, and the
achicvements they have made in their chosen field. It's about reaching a desired level of expertise
and success in one's career. Attainment refers to the level of knowledge, skills, or qualifications a
kamer has acquired at a specific point in time. It reflects what the learner knows, or can do, at a

l

Particular stage of their educational Journey. Attainment is often associated with outcomes such as



grades, test scores, certifications, or external measures of academic success. These rather narrow
descriptors frequently ignore the development of learners’ attitudes towards learning, which
underpin so much success for individuals and organizations, whether they are schools, academies,

or colleges.

Career attainment is described as learning or demonstration the skills and activities necessary for
the job and completing the required education or training needed to enter the occupation. A career
path involves a sequence of steps taken to advance to advance professionally this sequence of steps
could involve education (Wijewardhana, 2021). Career attainment refers to the process an
individual may undergo to evolve their occupational status. It is the process of making decisions
for long term learning, to align personal needs of physical or psychological fulfillment with career
advancement opportunities. Career attainment is defined as the process of learning and improving
your skills so that you can do your job better and progress to better jobs. (Mc Donald et al 2016).
The main difference between the definition of professional development and career attainment is
lthat professional development advances an employee’s career in ways that are aligned with their
department’s business priorities (Mc Donald et al 2016). Career attainment can also refer to the
total encompassment of an individual's work-related experiences, leading up to the occupational
role they may hold within an organization (Mc Donald et al 2016).

1.10.4 Bakiga Women

Bakiga women are members of the Bakiga ethnic group, predominantly found in Kabale District
in south-western Uganda. The Bakiga are part of the larger Bantu-speaking communities and are
historically known for their resilience, industriousness, and strong attachment to cultural traditions

'Kabonesa and Kindi (2002).
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' The cultural and social identity of Bakiga women traditionally play central roles in agriculture,
family care, and community life. They are known for their hardworking nature, often involved in
both subsistence farming and domestic duties. However, Tumushabe (2011) Says that their roles
have been shaped by deeply entrenched cultural norms and gender expectations, which tend to
prioritize marriage, childbearing, and obedience to male authority over personal ambitions such as

education or formal careers.

While many Bakiga women in Kabale today are accessing education and employment
Opportunities, they often navigate a complex terrain where cultural loyalty and modern career
ambitions are in conflict. The need to balance respect for tradition with the desire for professional

growth remains a key theme in their lives.

Bakiga women in Kabale District are shaped by a rich cultural heritage, which defines their social

!l'OleS and responsibilities. While scholars like Karwemera, Kabonesa, and Tumushabe
acknowledge the strength and centrality of these women in community life, they also highlight the
Testrictive nature of cultural expectations that limit their full participation in careers and leadership.
Understanding who Bakiga women are requires appreciating both their cultural context and their

emerging roles in a changing society.

For purposes of this study, Bakiga women are referred to as women who are born as Bakiga and
live in Kabale. These women should have lived by the components of Kikiga Culture and live by
the description of those cultural attributes like language, norms, values and customs (Karwemera,
2014).

1.10.5 Professional Career attainment

It refers to the achievement of career goals, advancement, and success in one’s profession.
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11.10.6 Profession
It refers to an occupation that requires specialized knowledge, kills and training often involving a
high level of expertise ethics and accountability. It requires formal education, specialized skills,
and code of ethics, accountability and autonomy.
L.11 Conclusion
This chapter discusses key terms in a general perspective and provides a justification for the
conceptual framework investigating culture and professional women’s career attainment, with
noted varying views from participants. It discussed culture and its effect on professional women’s
career attainment in Kabale district. It discussed the elements of culture that influence professional
Women'’s career attainment the intervening factors that were brought on board especially by the
NRM government like UPE, USE, affirmative action and other government initiated enabling
!ngl'ams in universities like weekend an evening program. The chapter lays a foundation for
understanding the complex interplay between culture and professional women’s career attainment.
It explored the concept of culture, defined as the shared beliefs, values, norms, and practices that
shape a society, and examined how these cultural components influence gender roles, expectations,
and access to opportunities for women. The chapter has also clarified key terms such as culture,
career, and career attainment, and operationalized them in relation to women's experiences in both
traditional and modern contexts. Through a review of literature and conceptual frameworks, it has
'become evident that cultural norms often define and limit women's roles, sometimes reinforcing
Stereotypes that hinder their professional growth. Patriarchal ideologies, societal expectations of

women as primary caregivers, and cultural restrictions on mobility and decision-making remain

significant barriers to women’s career advancement in many regions, especially in Africa.
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The chapter has also highlighted the potential for positive cultural transformation through
education, policy interventions, and initiatives such as affirmative action, which are designed to
bridge gender disparities. These insights set the stage for the subsequent chapters, which will delve
deeper into the empirical analysis, exploring how these cultural factors manifest in real-life
Scenarios and impact women’s career trajectories. Hence the study aims to critically assess how
culture can both constrain and enable professional women’s career attainment, ultimately

contributing to the broader discourse on gender equality and socio-economic development.
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CHAPTER TWO

LITERATURE REVIEW

. Introduction

The intersection of culture and gender plays a pivotal role in shaping women'’s professional career
altainment across various contexts. This literature review explores the cultural norms, gender roles,
and organizational practices that influence the career attainment of women. The review is
structured around key themes that align with the study's objectives: understanding the components
of Kikiga culture related to gender roles, analyzing the impact of these cultural elements on
women's careers, how women go make it to their professional growth, examining the challenges
‘Women face in attaining careers, and exploring how women negotiate these cultural constraints to
achieve professional growth.

2.1 The key components of Kikiga culture that influence the women’s professional career
attainment

Culture is a multifaceted concept that encompasses various aspects of human life and plays a
crucial role in shaping behavior and adaptations across different groups. Culture is commonly
defined as a complex concept that includes shared knowledge, beliefs, values, behaviors, and
}naterial objects that are acquired and transmitted across generations within a group (Schaefer,
1995: Moore, 1998; Webb, 1999; Seidler, 2010). It represents the totality of socially learned
experiences that distinguish one group from another (Leong & Lannert, 2010; Lubart, 1998). This
definition highlights the dynamic nature of culture, as it evolves in response to changing
circumstances (Dwairy, 2019). One of the fundamental functions of culture is to provide

individuals with identity, standards for relating to the environment, and criteria for determining

importance (Guo, 2006). Culture shapes individuals' understanding of themselves and their place
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in society, influencing their behavior and decision-making processes. It provides a framework

!
through which individuals interpret and interact with the world around them.

Moreover, human culture is unique in its cumulative nature, allowing for the accumulation and
transmission of knowledge across generations (Castro & Toro, 2014). This transmission of cultural
information interacts with genetic evolution, creating a dual inheritance system that shapes human
behavior and adaptations (Castro & Toro, 2014). While genetic evolution occurs through
biological processes, cultural evolution occurs through the sharing and transmission of knowledge

and practices within a group.

|
Understanding culture is crucial for comprehending human behavior and its variations across

different groups. Culture influences various aspects of human life, including social norms, values,
communication patterns, and socialization processes. It shapes individuals' attitudes, beliefs, and

behaviors, and provides a framework for interpreting and responding to the world around them.

Numerous studies have explored the role of culture in shaping behavior and cognition. For
example, research has shown that cultural values influence individuals' decision-making processes,
with individuals from different cultures prioritizing different values (Hofstede, 1980; Schwartz,
1992). Additionally, cultural differences in communication styles have been observed, with some
cultures emphasizing direct communication, while others value indirect and implicit

communication (Hall, 1976; Gudykunst, 1998).

Furthermore, culture plays a significant role in shaping individuals' perceptions and interpretations
of their environment. Cultural schemas, which are cognitive frameworks shaped by cultural

experiences, influence how individuals process and interpret information (Markus & Kitayama,
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1991). These schemas guide individuals' attention, memory, and interpretation of stimuli, leading

10 cultural variations in perception and cognition.

Culture also influences individuals' emotional experiences and expressions. Research has shown
that cultural norms and values shape the ways in which individuals perceive and express emotions
(Mesquita & Frijda, 1992; Matsumoto, 1993). Cultural variations in emotional experiences, such
as the emphasis on individualistic versus collectivistic emotions, have been observed across

different cultures.

|
Cultural norms and gender roles exert a profound influence on women's professional career

aspirations and advancement. Career attainment is a dynamic process through which individuals
evolve their occupational status. It involves making strategic decisions to align personal fulfillment
with professional growth opportunities. As McDonald et al. (2016) define it, career attainment is

the continuous learning and skill enhancement that leads to improved job performance and career

progression.

Culture is universal and is centered at ensuring that patterns of human behavior and relationship
are enhanced. Culture has varying elements that describe it, and help to different a culture from
other cultures since their practice differ from one culture to another.

Therefore, the different components of culture include beliefs, values, customs, symbols, way of
dressing, eating habits, religion, customs, norms and sanctions. These components are highly
regarded so much so that people of a particular society believe that they attach a particular taboo

if not well adhered too (Gelles and Levine, 1995).
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" Values are one of the components of cultures that cut across all cultures. This involves judgment
of what is good or bad and desirable or undesirable. A culture’s values shape its norms and again
}'Shapes its practices. For example, in a central value like group harmony people place great
€mphasis on harmonious social relationships and dislike interpersonal conflict (Schneider &

Silverman, 2010). When interpersonal disputes do arise, people do their best to minimize conflict

by trying to resolve the disputes amicably

| Another important value of culture is the work ethic. By the 19th century, Americans had come to
View hard work not just as something that had to be done but as something that was morally good
1t’0 do (Gina, 2000). Further, to the above, a culture is illustrated by the norms that describe rules
‘about what people should or should not do, say, or think in a given situation. They provide
‘guideline for every activity like birth, death, making love, making war, what to eat, what to wear,
‘Where and when to make a joke and to whom to make it (Brain, 1976). Many people, due to varying

j‘,_fa'Ctors, and due to that, may violate Norms, sanctions are imposed.
|

In addition, sanctions provide an illustration of a given culture. These are the socially imposed
fewards or punishments by which people are encouraged to conform to norms. Sanctions may be
Positive or negative. When a person does the right thing, he is given positive sanctions or rewards
like use of the words like thank you, good. excellent, keep it up and others. The negative sanctions
Orpunishments are used to discourage a given behavior like, punishment in form of denial of some

basic privileges like lunch or use of strong words like don’t do it again, (Brain, 1976).

?P'ther components are symbols. A symbol is something that can express or evoke meaning. For
“

instance, a cross, a crucifix, statue, and teddy bear. Many symbols are physical objects that have

acquired cultural meaning and are used for symbolic rather than, instrumental purposes (Rochberg,
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1982), Depending on cultural evaluations, and personal experiences, people can develop deep and

g

Powerful attachments to ordinary objects. Every culture is filled with symbols, or things that stand
{0r something else and that often evokes various reactions and emotions. Some symbols are
actually type of nonverbal communication, while other symbols are in fact material objects (Gelles

and Levine, 1996).

Furthermore, language describes a given culture. Language is a shared set of spoken and written

Symbols and rules combining those symbols in meaningful ways. Language is referred to as the

storehouse of culture (Harroff, 1962). It is the primary means of capturing, communicating,
\discussing, changing, and passing shared understanding to new generations (Plog and Bates,

1980). Perhaps the most important set of symbols is language. In English, the word chair means
;

Something we sit on. In French, the word chaise means the same thing. As long as we agree how
10 interpret these words, a shared language and thus society are possible. In the same way,
differences in languages can make it quite difficult to communicate. Language is a key symbol of
any culture. Humans have a capacity for language that no other animal species has, and children
learn the language of their society just as they learn other aspects of their culture (Brown, 2009).

Language can be spoken or written. One of the most important developments in the evolution of
society was the creation of written language. Some of the preindustrial societies that
]anthropologists have studied had written language, while others did not, and in the remaining

societies the “written™ language consists mainly of pictures, not words (Murdock & White, 1969).

The other component are customs. These are the particular ways of doing things that are done
regularly and are taken to be a norm. For instance, the custom of making sacrifices to the gods, the
custom of punishing girls who get pregnant before marriage and the custom of exchanging bride

price for a woman (Harris, 1974).
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It addition, the other components are artifacts or material objects describe a given culture. This

Onstitutes a society’s material culture. In the simplest societies, artifacts are largely limited to a
few tools, the huts people live in, and the clothing they wear. Because of technological advances
dunng the past two decades, many such societies may be said to have a wireless culture, as
Smartphones, netbooks and laptops, and GPS devices, which dominate much of modern life.
‘However, the artifacts associated with this culture were unknown a generation ago. Technological
"ﬂevelopment created these artifacts and also new language to describe them and the functions they
perform. Today’s wireless artifacts help reinforce its own commitment to wireless technology as
dway of life, if only because children are now growing up with them, often even before they can

‘tead and write (Harris, 1974).

|
Lastly, technology as a body of practical knowledge and equipment for enhancing the effectiveness

of human labor and altering the environment for human use constitute a given culture. Technology

Creates a particular physical, social, and psychological environment (Harris, 1974).

Gender inequality was also believed to an issue that affected career development. This was directly
linked to growing disparities in the social context of the family, school and neighborhoods
(Deininger & Okidi, 2003). Gender obstacles are also confounded by growing poverty rates which
account for disparities in educational access, outcomes and opportunities at primary, secondary

and higher levels, and affect girls and women as well as boys and men differently (Gaddis, 2010).

Because gender constructs are culturally specific and historically situated (Haslanger & Haslanger,
2012), the social norms attributed to men and women may be fluid and contentious depending on
location, contexts, politics and epistemologies (Wodak & Meyer, 2016). In education, it provides

a filtering mechanism through which the potential for social advancement of groups may be
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Couraged or discouraged (Yuval-Davis, 1997). Gender constructs may also determine the

Mpowerment of one group and the disempowerment of another which ones, (Mohanty &

‘Alexander, 2007).

l9°t0c0rding to Mezzadra and Neilson (2013), this could lead to internal exclusion, differential

exclusion or segregation. Through gendered processes, women’s time, labor and the products of

i

their bodies are appropriated according to how sexual obligations and caring duties are constructed
:‘-T(Mikkola, 2016). These duties and obligations, culturally defined and imposed, from one
generation to the next, influence the choices made at family and household, market, community

and state levels, about who gets education, how and who does not (Mikkola, 2016).
|

In addition, 2004, there are family issues, the larger the family size, the fewer the chances appear
0 be for women in higher education in general. Similarly, the higher the parental/inter-
generational level of education, the greater the chances became for girls and women in higher
education (Goldin, Katz and Kuziemko, 2006). Apparently, this appears to have been the case
also in the Western world, until the 1960s, when more women were welcomed in higher education
due to bolder policy moves and reforms (Ono, 2004). These include the introduction of oral
contraception in the United States (USA) (Goldin & Katz, 2002) and the elimination of legal or
tacit forms of discrimination, which ensure women do not have to give up their education or jobs,
Wwhen they get married, become pregnant or acquire motherhood (Goldin, Katz, & Kuziemko,

2006).

In addition, Geoffrey (2020), in Aftrica, university education, in particular was preserved for men.
This implies that family, community and state resources were directed towards educating boys.

Culturally, girls in Uganda were only favored in education if they had fewer or no brothers.
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Otherwise, they were groomed to be married away at the earliest opportunity and socialized to be

£00d wives and mothers. Patriarchal values restrained families from training girls as investment
in the girl child was perceived as an investment for the man to whom she would eventually be

ied (Ssekamwa, 2020).

Owever, the Uganda’s Ministry of Education and Sports (MoES), 69 percent of Ugandan
‘adolescent girls had never attended secondary school and 40 percent were married off by the age
of 18 (MoES, 2016). In spite of the introduction of Affirmative Action Policy in 1990, the
Universal primary and Secondary Education (USE) policy in 1997 and 2007 respectively, the
-majority of girls drop out of the schooling system. The highest level of school dropout rates, appear

10 start from primary five when most girls turn 11, and continues unabated, until primary seven.

Trinkenreich et al (2022), examine women in global software teams (e.g., at Ericsson), detailing

- how socio-cultural pressures, micro aggressions, motherhood bias, and stereotype threats (“prove-
_‘__'i’t-agajn”) undermine career progress. They recommend interventions like flexible working,

Sabbaticals, mentoring, and parenthood support.

Das & Tampubolon (2022) link women’s sense of agency focused planning and action, with
tesilience and well-being, underscoring that cultural empowerment supports career confidence.
Galindo-Silva & Herrera-Idarraga (2023. Colombia) show that constitutional embedding of
gender-equality principles correlates with shifts in cultural attitudes and increased female

employment, highlighting policy’s cultural leverage on careers.

Broad career transition review (2022) surveys 63 studies (1975-2022), spotlighting the importance
of inter sectionalist, technology, mentorship, sponsorship, and flexible work in how women

navigate carcer shifts. Liani et al. (2021) focus on Sub-Saharan African researchers, revealing the
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ss of juggling “two lives™ (family and work) and metaphors like “glass ball vs. rubber ball” to
illustrate the cultural trade-offs women make. Raburu (2015, Kenya) documents how women

academics delay marriage or children, work extra hard, and strategically publish to overcome

‘@cultural and professional lever. Africa-wide labor analysis (2025) notes women represent ~40%
Of formal jobs and earn about two-thirds of men’s wages, while cultural expectations add an

invisible “double burden” en.wikipedia.org.

‘While professional development focuses on advancing an employee's career within the context of
| R

departmental goals (Kwesiga, 2002), career attainment encompasses a broader spectrum of work-
telated experiences culminating in an individual's occupational role within an organization

(McDonald et al., 2016). In today's interconnected world, career development is crucial for

|

dcquiring and expanding knowledge bases, particularly in countries like Uganda. However,

\developing nations often struggle to adapt their tertiary education systems to the demands of a

iknowledge-based global economy (Kwesiga, 2002).

Traditional gender roles often dictate that women prioritize family responsibilities over
Iprofessional ambitions, leading to lower career aspirations and limited career progression. In many
leltures, including the Bakiga, women are expected to be caregivers and homemakers, roles that

\are culturally reinforced and often result in women being overlooked for educational and

ﬁrﬁfpr()fcssional opportunities. Research consistently shows that traditional gender roles significantly

lmpact women's carcer aspirations and progression. Women often face barriers due to family
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responsibilities and societal expectations (Domenico & Jones, 2007; Ismail & Ibrahim, 2008).
These roles are culturally reinforced, leading to lower educational attainment and reduced
likelihood of pursuing STEM careers for women (Dicke et al., 2019). In academic settings, women
experience challenges balancing family and work commitments, resulting in slower career
advancement (Taylor-Abdulai et al., 2014; Raburu, 2010). Priming traditional gender roles can
increase gender stereotypes and decrease women's interest in masculine occupations (Rudman &
Phelan, 2010). Rural women, in particular, face additional societal pressures to prioritize domestic

fesponsibilities over career aspirations (Wijewardhana & Dias, 2021).

Despite some evidence of increasing egalitarianism in work and family roles, women still tend to
make more job trade-offs for family life compared to men (Maume, 2006). Research has shown
that these traditional gender norms are not limited to developing countries but persist even in more
Progressive societies, where women continue to face barriers in career advancement due to cultural
EXpectations (Anderson, 2017). These norms create a societal pressure that discourages women
from pursuing higher education or careers in male-dominated fields, thereby reinforcing the gender

£4p in certain industries and professions (Martinez, 2016).
|

2.2 How Kikiga culture influences women professional career attainment

The influence of organizational culture on professional women’s career attainment has been a topic
of significant interest and research, particularly in male-dominated industries, Numerous studies
have pointed out that cultural norms within organizations often favor masculine traits and
leadership styles, which are traditionally associated with assertiveness, competitiveness, and
confidence - qualities that have long been attributed to men (Campuzano, 2019). This prevailing
tultural bias has significant implications for professional women’s career attainment, particularly
mindustries where men hold the majority of leadership positions.
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Research has consistently shown that organizational culture plays a crucial role in shaping
Women's career trajectories, especially in male-dominated industries. The dominance of masculine
cultural norms and leadership styles can create formidable barriers for women, hindering their
dccess to leadership roles and career attainment opportunities (Elvitigalage et al., 2006). This
| gender inequality perpetuated by organizational culture can have long-lasting effects on women's

Professional growth and overall Jjob satisfaction.

Hierarchical cultures, such as those found in many African societies, including the Bakiga, present
unique challenges for women in their pursuit of career attainment. In these societies, women with

a high-power distance may benefit more from mentoring relationships, but they still face
|

Substantial obstacles when trying to climb the organizational ladder (Ramaswami et al., 2014). The
|

construction industry, for instance, is notorious for its macho culture, which often excludes women
from decision-making processes and managerial positions (Ng Elvitigalage et al., 2006; Akgemci
etal., 2016). This exclusionary culture within the construction industry further perpetuates gender
disparities and limits women's opportunities for career growth.

The impact of organizational culture on professional women'’s career attainment goes beyond
individual experiences. It has broader societal implications, as it reinforces gender stereotypes and
-P&’-rpetuates systemic inequalities. By favoring masculine traits and leadership styles, organizations
inadvertently limit the potential contributions of women and hinder the overall progress towards

gender equality in the workplace.

Efforts to address the influence of organizational culture on professional women’s career
dttainment have been made in recent years. Organizations are increasingly recognizing the

importance of diversity and inclusion, and are implementing initiatives to promote gender equality

48



and break down barriers for women. However, progress remains slow, and there is still much work

to be done to create truly inclusive cultures that value and support the career aspirations of women.

Career attainment refers to the process an individual may undergo to evolve their occupational
Status. It is the process of making decisions for long term learning, to align personal needs of
physical or psychological fulfillment with career advancement opportunities. Career attainment is
defined as the process of learning and improving your skills so that you can do your job better and
Progress to better jobs. (Mc Donald et al 2016). The main difference between the definition of
lpﬂ‘.:fessiona[ development and career attainment is that professional development advances an
€mployee’s career in ways that are alj gned with their department’s business priorities (Mc Donald
etal 2016). Career attainment can also refer to the total encompassment of an individual's work-
related experiences, leading up to the occupational role they may hold within an organization (Mc
Donald et al 2016). In contemporary globalized world, career attainment plays a key role in
acquiring and building knowledge base in Uganda. But the developing nations have been lagging
behind when it comes to tertiary education, and a key concern is whether these countries would be
able to adapt and shape their tertiary education systems to confront the challenges of keeping up

With today’s knowledge-based globalized world (Kwesiga, 2002).

More specifically, career attainment institutions support knowledge-driven economic growth
Strategies and poverty reduction by training a qualified and adaptable labor force, including high-
level scientists, professionals, technicians, teachers in basic and secondary education, and future
government civil service, and business leaders, generating new knowledge, providing the capacity

10 access the existing global knowledge and adapt it to local use (Kwesiga, 2002).
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- Career attainment offers better opportunities and life chances to low-income and minority students,
thereby increasing their employability, income prospects, and decreasing income inequality. The
ethics, values, attitudes, and knowledge that tertiary institutions impart to students contribute to

 the social capital necessary for constructing healthy civil societies and socially cohesive cultures,

achieving good governance, and helping build democratic political systems (Tibenderana, 2003).

Career attainment institutions play an essential role in supporting basic and secondary education.

The training of teachers and school principals, from preschool to the upper secondary level, is the
!

primary responsibility of tertiary education institutions. Education specialists with tertiary
education qualifications participate in curriculum design and educational research for lower levels

(Kwesiga et al, 2003).

Career attainment institutions like tertiary training organizations, have a critical role in supporting
knowledge-driven economic growth strategies and the construction of democratic, socially
cohesive societies. Tertiary education assists in the improvement of the public institutions through
the training of competent and responsible professionals needed for sound macroeconomic and
public sector management that enhance career attainment. The academic and research activities
provide crucial support for the national innovation system and tertiary institutions often constitute
the backbone of a country’s information infrastructure, in their role as repositories and conduits of

information, computer network hosts, and Internet service providers (Ayers, 1993).

Three broad activities of career attainment institutions that assist the construction of democratic,
knowledge-driven societies include supporting innovation by generating new knowledge,
dccessing global stores of knowledge and putting it to local use, Contributing to human capital

Mormation by training a qualified and adaptable labor force, including high-level scientists,
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Professionals, technicians, basic and secondary education teachers, and future government, civil
Service, and business leaders, Providing the foundation for democracy, nation building, and social
tohesion (UNDP, 2001).

Rapid changes are occurring worldwide, not only in economics, science, and technology but also

i political and social dynamics. From the dissolution of the former Soviet Union, to the recent

evolution in Egypt, these cvents are altering the global political landscape, The outcomes are a

ansition to democracy in Mmany parts of the world, a greater concern with issues like governance

d accountability, increased awareness of human rights, and the rise of civil society organizations.

1e proportion of the world’s countries practicing some form of democratic governance rose from

) percent in 1988 to 61 percent in 1998, and is continuing to rise. Career attainment institutions

anoﬂance as pillars of social cohesion, forums of public discourse, and contributors to open

debate (Chambers, 1995).

One of the greatest and most urgent challenges facing the poorest countries may be to produce an
idequate supply of affordable, nutritious food for their growing populations without causing

urther environmental degradation. The utilization of modern biotechnology techniques such as

enetically modified Crops can play a critical role in increasing yields, enhancing nutritional value,

» countries need to

ilon highly qualified specialists who will not be available unless investments in advanced human

Ipital are made (UNDP, 2001).
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One specific dimension of scientific and technological progress that is already having strong effect
on the tertiary education sector is the information and communication technology revolution. It is
:‘eVOIutionizing capacity to store, transmit, access, and use information. A country’s capacity to
take advantage of the knowledge economy therefore depends on how quickly it can adjust its
Capacity to generate and share knowledge. Appropriate, well-functioning information and
Communications technologies are of vital importance to tertiary education because they have the
Potential to streamline and reduce administrative tasks and, in general, make possible greater

efficiency and effectiveness in the management of tertiary education systems and institutions,
expand access and improve the quality of instruction and learning on all levels and vastly broaden

dccess to information and data cross-campus, or across the globe (UNDP, 2001).

University education, one of the last levels in the learning process, is a critical component of human
development worldwide that enhances career attainment. It provides not only the high-level skills
fecessary for every labor market but also the training essential for teachers, doctors, nurses, civil
SCrvants, engineers, humanists, entrepreneurs, scientists, social scientists, and a myriad of other
Personnel. It is these trained individuals who develop the capacity and analytical skills that drive
local economies, support civil society, teach children, lead effective governments, and make

important decisions which affect entire societies (Cvelich, 2011).

An educated populace is vital in today’s world, with the convergent impacts of globalization, the
increasing importance of knowledge as a main driver of growth, and the information and
Communication revolution. Knowledge accumulation and application have become major factors
in economic development and are increasingly at the core of a country’s competitive advantage.
The combination of increased computing power, diminishing prices of hardware and software,

improvement of wireless and satellite technologies, and reduced telecommunication costs have all
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P but removed the space and time barriers to information access and exchange (Rawson,

2003). Career attainment can oceur on an individual basis or a corporate and organizational level.

A spiral career is any series of short-term jobs that are non-identical to one another, but still
contribute to skill-building of a specific attribute that individuals will accept over their
lifetime. Many individuals can undergo slight career transitions or accept short-term contract
work in the same work field, to build on different skill sets needed for them to succeed in an
Organizational environment. For example, an individual with a degree in Business hired to do
"project management' in one area of a department can be promoted or transferred to complete

another task in the same department to work on 'marketing' (Barnett and Hyde 2001).

As the process of career planning is relational to balancing the varying factors of demands in an
individual's life, socio-demographics factors relating to an individual's age, race, gender, and
S0cio-economic status may influence the extent to which they pursue career planning or other
Opportunities for training and development of skills. The varying aspects of social identity in
relation to the context of finding a balance to the demands in personal life will influence individuals

"IO' make decisions to change, adapt, or abandon their career path (Cooper at el 1988).

Both men and women for example, will make different types of decisions based on the situational
factors that require balance. Women tend to make more choices to balance work and non-work
Priorities such as child or elder care. This may also discourage some women to pursue their career
path, and focus on prioritizing assistance for others. Men will make decisions based on not only

having to balance work and non-work priorities, but for advancement and added income (Cooper

atel 1988).



‘Ahe influence of organizational culture on professional women’s career attainment, particularly in

ale-dominated industries, is significant. Masculine cultural norms and leadership styles often
|

Opportunities. This cultural bias perpetuates gender inequality and limits the potential

Prevail, creating barriers for women in accessing leadership roles and career attainment

Contributions of women in the workplace. Efforts to address these issues are underway, but more

Work is needed to create inclusive cultures that promote gender equality.

The education barriers and cultural constraints influence Bakiga professional women'’s career
:"ﬂitainment. Access to education is a fundamental determinant of career attainment, yet women
- Worldwide face numerous cultural barriers that hinder their educational opportunities. In many
FOCieties, including the Bakiga, traditional gender roles and societal expectations prioritize
domestic duties over educational pursuits for women. This cultural bias results in limited
educational resources and opportunities for women, particularly in rural areas, which in turn

restricts their ability to attain higher education and professional qualifications. Research

Consistently shows that women face significant cultural and socioeconomic barriers to educational
attainment, particularly in rural areas of developing countries. Traditional gender roles, patriarchal

 orms, and religious misinterpretations often prioritize domestic duties over education for women

(Jamshaid, 2020).

Early marriage, poverty, and safety concerns further limit girls' access to higher education
(Yewande & Olawunmi, 2023; Ali et al., 2021). Parental education levels, gender biases, and
household wealth status si gnificantly influence female educational outcomes (Hashmi et al.,2008).
Women who pursue higher education often face challenges balancing societal expectations with
academic pursuits (Johnson, 2011). In professional settings, women encounter both internal and

external barriers to advancement in educational management (Brown, 1996).
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The cultural expectation that women should focus on family responsibilities rather than education
has long been recognized as a significant barrier to their career attainment. Numerous studies have
Consistently shown that family responsibilities pose significant challenges for women in advancing
their careers. This literature review aims to explore the impact of cultural expectations on
\ Professional women’s career attainment, with a specific focus on the challenges they face in
balancing work and family obligations, the influence of gender stereotypes, and the gender gap in

| Women’s career attainment.

Balancing work and family obligations is a common challenge faced by women in their career
: Progression. Khan (2022) highlights that cultural expectations and gender stereotypes often place
i‘a greater burden of family care on women, particularly in rural areas. This burden can lead to
iil?educed career aspirations and expectations (Domenico & Jones, 2006; Prasetia et al., 2024).
smai] and Ibrahim (2008) emphasize that family structure, commitment to family, and work-
family conflict are major obstacles for professional women’s career attainment. These challenges
e not limited to any specific sector, as Venkateswaran (2020) notes that they are observed across

Various sectors, including private companies, government-linked organizations, and academia.

In addition to the challenges of balancing work and family responsibilities, women also face
Wletal barriers that discourage them from pursuing careers in fields deemed i mappropriate for

&elr gender. This is particularly evident in patriarchal societies, where gender roles are strictly

defined. The gender gap in STEM fields, which include Science, Technology, Engineering, and

:'thematics, is a significant issue in these societies. Studies conducted in Uganda reveal persistent
siderrepresentation of women in STEM fields at universities (Lubaale, 2022; Odaga, 2020). This

'ﬁparity is attributed to societal stereotypes, lack of role models, and inadequate support systems
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iii’aﬁ'iarchy, gender stereotypes, and limited mentorship contribute to the imbalance in STEM fields.
Lubaale (2022) emphasizes the role of patriarchy in discouraging women from pursuing careers in
STEM, as these fields are often seen as male-dominated and not suitable for women. Gender
Stereotypes further reinforce these societal expectations, creating a perception that women are less
Capable or interested in STEM subjects. The lack of visible role models and mentors also hinders
I Women’s profession career attainment, as they may not have access to guidance and support from

individuals who have successfully navigated these fields.

¥
 The other that culture influences professional women'’s career attainment is through the workplace

gender Bias Gender bias in career attainment is a pervasive issue that has long-lasting effects on
individuals and society as a whole. This literature review aims to examine the various aspects of
gender bias in career attainment, including its definition, types, and impact on individuals' attitudes

and opportunities. It will also explore the underlying factors contributing to gender bias and

Potential strategies to mitigate its effects.
|

i;To begin with, it is essential to understand the concept of gender bias. Gender bias refers to a
1

‘preference or prejudice towards one gender over the other, often resulting in differential treatment
‘based on gender identity (Orgeville et al., 2014). This bias can be conscious or unconscious and

F‘ll’lay manifest in subtle or overt ways. Loughlin (2005) categorizes gender bias towards women

inio three types: Type I, which involves overt sexism with the intention to harm; Type II, which

involves tacit sexism with neutral intentions; and Type 111, a new type of bias that aims to help

Women but still singles them out based on their gender,

0 order to fully comprehend gender bias, it is crucial to differentiate between the terms gender

nd sex. Gender refers to socially constructed expectations and roles assigned to women and men,
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while sex refers to biological differences between females and males (The Gender Policy, 1995).
These socially constructed expectations often lead to the reinforcement of gender stereotypes,
Which play a significant role in perpetuating gender bias in various aspects of life, including career

development.

Gender bias in career attainment specifically refers to negative stereotypes assigned to individuals
based on their gender, which can hinder their ability to pursue and succeed in certain careers.
Hlstoncally, positive stereotypes have been associated with men, such as being strong, brave, and
Natural leaders, while negative stereotypes have been assigned to women, such as being weak, shy,
and cowardly (Ssentamu, 1999). These stereotypes influence individuals' attitudes and aspirations

towards their career goals, particularly affecting professional women’s career attainment.

The impact of gender bias on career attainment is multifaceted. It not only affects individuals' self-
Perception and confidence but also limits their access to opportunities and resources. Women often
.'face barriers and biases in various stages of their career, including education, recruitment,
Promotion, and leadership positions (Orgeville et al., 2014). This perpetuates gender inequality in

the workforce and hinders the progress towards achieving gender parity.

Several underlying factors contribute to gender bias in career attainment. Societal norms and
“Xpectations regarding gender roles play a significant role in shaping individuals' attitudes and
OPportunities. Traditional beliefs that associate certain careers with specific genders create barriers
for individuals who do not conform to these stereotypes. Additionally, organizational cultures and
'Pl’actices, such as biased recruitment and promotion processes, contribute to gender bias in the

Workplace (Loughlin, 2005).
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* To address gender bias in career attainment, various strategies can be implemented. Education and
awareness programs can help challenge and change gender stereotypes, promoting equal
Opportunities for all individuals. Organizations can also adopt policies and practices that promote
gender equality, such as implementing gender-neutral recruitment processes, providing
mentorship and sponsorship programs for women, and fostering inclusive and supportive work

environments (Orgeville et al., 2014).

Gender bias in workplace culture significantly hinders women's career progression, manifesting
through stereotypes, biased evaluations, and limited access to leadership roles (Wynn & Correll,
2018; Day, 2017). These biases often operate unconsciously, creating a "glass ceiling" effect
(Eagly & Carli, 2008). Organizational culture preferences play a crucial role, with women showing
less preference for masculine cultures (Vianen & Fischer, 2002). The impact of gender bias is
multifaceted, affecting hiring decisions, task allocation, and performance evaluations throughout

Women's careers (Bol & Fogel-Yaari, 2022).

Work-life balance and intensive parenting demands further complicate women's professional
advancement (Eagly & Carli, 2008). Additionally, women face challenges in leadership roles due
|

10 societal expectations and the "glass cliff" phenomenon (Khanam & Ishrat, 2024). To address

these issues, organizations need holistic approaches, including diversity initiatives, mentorship

Programs, and changes in long-hours culture (Palermo, 2004; Heilman, 2001).

The presence of gender bias in workplace culture has been widely recognized as a significant
barrier to women's career progression. Numerous studies have highlighted the detrimental effects
of gender stereotypes and biased evaluations on women's opportunities for advancement. Wynn

and Correll (2018) found that women are often perceived as lacking leadership qualities, leading
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should prioritize their family responsibilities over their careers can lead to biases and assumptions

about their commitment and suitability for leadership roles.

Women also face unique challenges when assuming leadership positions. Khanam and Ishrat

(2024) highlight the "glass cliff" phenomenon, which refers to the tendency for women to be

Appointed to leadership roles during times of crisis or instability. This places women in precarious

Positions, where failure is more likely, and they face heightened scrutiny and criticism. Societal

EXpectations and stereotypes about women's leadership abilities contribute to this phenomenon,

making it more difficult for women to succeed in leadership positions.

10 address these pervasive issues of gender bias and promote professional women’s career
ent, organizations need to adopt holistic approaches. Diversity initiatives can help create
inclusive work environments that value and celebrate gender diversity. These initiatives can
nvolve setting gender diversity goals, implementing bias training programs, and establishing
diversity committees or task forces. Mentorship programs can also play a crucial role in providing
uidance, support, and networking opportunities for women. By pairing women with experienced
mentors who can offer advice and advocate for their advancement, these programs can help women

lavigate the challenges they face in the workplace.

frthermore, organizations should consider changes in the long-hours culture that often penalizes
ndividuals with caregiving responsibilities. Palermo (2004) argues that promoting work-life
lilance through flexible work arrangements, parental leave policies, and supportive childcare
iptions can help remove barriers to professional women’s career attainment. By acknowledging

il accommodating the unique challenges faced by women, organizations can create a more



Gender bias in workplace culture has long been recognized as a significant barrier to women's

Lareer progression. Numerous studies have shed light on the detrimental effects of gender bias on

Women's professional development, highlighting the need for addressing this issue within

, focusing on the stercotypes that undermine women's abilities and competence, biased

‘evaluations, and the perpetuation of the glass ceiling effect.

Wynn and Correll (2018) conducted a study that revealed how women are often subjected to

Slereotypes that undermine their abilities and competence in the workplace. These stereotypes,
Such as the belief that women are less competent or less suited for leadership roles, can
E:}l"glliﬁc:a.ntly impact professional women’s career attainment. The study found that these

Stereotypes not only influence individuals' perceptions of women's capabilities but also affect the
|

valuations they receive.

@iased evaluations play a crucial role in perpetuating gender bias in the workplace. Day (2017)

emphasizes that women'

s performance is often undervalued o overlooked compared to their male
Counterparts. This bias can manifest itself in various ways, such as through lower performance

atings, fewer opportunities for challenging assignments or promotions, and lower salaries. Biased

The "glass ceiling” effect is a term used to describe the invisible barriers that prevent women from

teaching higher positions in organizations. Eagly and Carli (2008) argue that gender bias,

ombined with societal expectations and stereotypes, contributes to this phenomenon. These
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* barriers can include limited access to networking opportunities, exclusion from informal decision-
making processes, and a lack of mentorship and sponsorship. The glass ceiling effect not only

affects individual women but also perpetuates gender inequality at the organizational level.

In addition to the aforementioned factors, other studies have identified various organizational and
cultural factors that contribute to gender bias in the workplace. For example, research has shown
that male-dominated work environments, where masculine norms and values prevail, can create a
hostile climate for women (Powell et al., 2012). This can result in women feeling marginalized,
excluded, and less likely to voice their opinions or ideas. Moreover, organizational policies and
Practices, such as biased recruitment and promotion processes, can further reinforce gender bias

and hinder women's career progression (Kulik et al., 2016).

While the literature reviewed highlights the pervasive nature of gender bias in the workplace, it is
essential to acknowledge that progress has been made in recent years. Organizations have started
10 recognize the importance of diversity and inclusion, implementing initiatives and policies aimed
Ataddressing gender bias. For instance, some companies have introduced unconscious bias training
Programs to raise awareness among employees and reduce biased decision-making (Castilla and
Benard, 2010). Additionally, the implementation of gender quotas and affirmative action policies
I certain countries has shown promising results in increasing women's representation in leadership

'Positions (Kanter, 1977).

‘Gender bias within organizations is a pervasive issue that continues to hinder women's career
|
‘advancement and perpetuate gender disparities. This literature review aims to explore the impact

Of masculine cultures within organizations on gender bias, specifically focusing on the
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PIIIisalignment between organizational culture preferences and women's preferences, as well as the

Various ways in which gender bias affects women's careers,

The preference for masculine cultures within organizations has been identified as a contributing
factor to gender bias. Vianen and Fischer (2002) conducted a study that found women tend to show
less preference for masculine cultures, which are often associated with assertiveness,
“ompetitiveness, and individualism. These cultural preferences can create a misalignment between
Women's preferences and the dominant organizational culture, leading to feelings of
Marginalization and exclusion from certain opportunities for career advancement. This
Misalignment can further perpetuate gender biases within organizations, as women may face

barriers in accessing resources, networks, and promotions.

..Fm‘thermore, gender bias not only impacts individual instances but also permeates various aspects
!
of women's careers. Bol and Fogel-Yaari (2022) highlight that gender bias affects hiring decisions,
task allocation, and performance evaluations. During the hiring process, women may face biases

‘that result in fewer employment or promotion opportunities. This can be attributed to stereotypes

and biases held by hiring managers, which influence thejr decision-making process. As a result,

Women may find themselves in positions with limited growth potential and fewer opportunities for

ddvancement.

allenging or high-profile tasks compared to their male counterparts. This disparity in task
dllocation limits women's opportunities for skil development and recognition, as they are not

Biven the chance to showcase their abilities in more demanding roles. This perpetuates the notion
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that women are less capable or suited for certain positions, further hindering their career

Progression.

i
Biased performance evaluations also contribute to gender disparities within organizations,

Women's contributions are often undervalued or overlooked, leading to lower performance ratings

and fewer opportunities for advancement. This bias can be attributed to both explicit and implicit
biases held by evaluators, who may unconsciously favor male employees or attribute their success
10 innate abilities rather than their efforts. Biased evaluations not only hinder women's career

Progression but also reinforce gender stereotypes and perpetuate the cycle of gender bias within

- Organizations,

It is important to note that gender bias is not solely the responsibility of individual employees; it

18 also influenced by organizational structures and practices. Organizational policies and practices

that perpetuate gender bias, such as lack of flexible work arrangements or inadequate support for

Work life balance, contribute to the marginalization of women within the workplace. Addressing

&nder bias requires a comprehensive approach that involves both individual awareness and

JOrganizational change.

Work-life balance and intensive parenting demands pose significant challenges for women's
Professional advancement. Societal expectations often place a heavier burden on women to fulfill
Aregiving responsibilities, which can hinder their availability and commitment to work. This can
lead to women being perceived as less dedicated or competent compared to men, impacting their

thances of carcer advancement (Eagly & Carli, 2008).
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- Bagly and Carlj (2008) argue that societal expectations play a crucial role in hindering women's

tareer advancement. Women are often expected to prioritize their caregiving responsibilities over

their professional commitments. This expectation can lead to a perception of women as less

dedicated or competent compared to men, ultimately affecting their opportunities for career
!

attainment. The burden of balancing work and family responsibilities falls disproportionately on

Women, creating challenges for their professional growth.

Moreover, women face unique challenges in leadership roles due to societal expectations and the

“glass cliff" phenomenon. Khanam and Ishrat (2024) explain that women in leadership positions

often face higher scrutiny and have to navigate societal expectations of femininity and leadership.

These expectations can create a double bind, where women are expected to be assertive and
decisive as leaders but also nurturing and empathetic as women. This can lead to a perception that

‘Women are not as competent or suitable for leadership roles compared to men.

The "glass cliff phenomenon further exacerbates the challenges faced by women in leadership
Positions. This phenomenon refers to the tendency for women to be appointed to leadership
Positions during times of crisis or instability, where the chances of failure are higher. The
eption that women are more likely to fail in these challenging situations perpetuates the
Slereotype that they are less capable or suitable for leadership roles. This bias can limit women's

“PPortunities for advancement and hinder their professional growth.

Research has shown that the gendered expectations placed on women can have detrimental effects
On their career trajectories. Eagly and Carli (2008) suggest that organizations need to address these

biases and create supportive work environments that accommodate the work-life balance needs of
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. both men and women. This includes implementing flexible work arrangements, providing parental

leave policies, and promoting a culture of inclusivity and equality.

Organizations should promote diverse leadership styles and challenge the notion that there is only

One right way to lead. By recognizing and valuing the unique strengths that women bring to

fleadership roles, organizations can create more inclusive and equitable environments that allow

for women's professional advancement,

However, it is important to note that this literature review is based on the cited sources and may

10t encompass all relevant research in the field. The findings and conclusions presented here

Should be interpreted with caution and further research should be conducted to validate and expand

Hpon these insights.

*3 How Bakiga Women balance their cultural aspirations and professional growth

eer interruptions due to family responsibilities have been widely recognized as a significant

“dncement and earnings, highlighting the long-term consequences associated with interrupted
Ieers,
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Building on the above, Malo and Mufioz Bullén (2004) conducted a study that examined the

Telationship between career interruptions and women's career progression. The findings revealed

3
UL

fat women who experienced career interruptions for family reasons were less likely to attain

higher occupational positions compared to their counterparts who did not face such interruptions.
‘Additionally, these interrupted careers were associated with lower earnings, indicating the negative

impact of these interruptions on women's financial well-being.

‘YN asimilar note, Li and Currie (1992) investigated the effects of career interruptions on women's

€arnings. Their study found that women who took breaks from their careers for family

Tesponsibilities experienced a significant income penalty compared to women who did not have

Such interruptions. The income penalty persisted even after controlling for other factors such as

education and work experience, indicating that career interruptions alone had a detrimental effect

Il Women's earning potential.

inferruptions on women's occupational prestige. The study found that women who had experienced
Qareer interruptions for family reasons had lower occupational prestige compared to women who

fad uninterrupted careers. This lower occupational prestige can further contribute to reduced

{rnings and limited career advancement opportunities for women.

towever, it’s important to note that the long-term consequences of career interruptions on

Women's earnings were explored by Reitman and Schneer (2005). Their study revealed that even

D)

Yyears after experiencing career interruptions, women earned less compared to their counterparts

With uninterrupted careers. This finding highlights the enduring nature of the negative impact of
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vaucer interruptions on women's financial stability and reinforces the need for addressing this issue

10 promote gender equality in the workplace.

More to the above, cultural expectations and gender roles play a significant role in perpetuating
Iﬂlis issue. Women are often expected to prioritize family over career, leading to career
interruptions (Zhou, 2015; Coltrane, 2004). These societal expectations place women in a
Challenging position, as they are forced to make choices between their career and family
Iesponsibilities. The lack of flexible work options exacerbates the problem, leaving women with

limited choices and forcing them to make difficult decisions (Ketsche & Branscomb, 2003).

High-achjeving women, in particular, face competing devotions to work and family. They often
find themselves torn between pursuing high-powered careers and fulfilling their desire for
motherhood. This dilemma often leads to either foregoing motherhood altogether or leaving their

Careers to prioritize their family (Bianchi, 2005). These findings highlight the persistent challenges

that women face in balancing their career aspirations with their family responsibilities.

Further, the negative impacts of career interruptions on women's career progression and earnings
have been well-documented in the literature. Numerous studies have consistently shown that
‘Women who experience career interruptions due to family responsibilities face significant barriers
in advancing their careers and suffer financial penalties. For example, Malo and Mufioz Bullén
2004) conducted a study in Spain and found that women who experienced career interruptions
due to family responsibilities had lower occupational prestige compared to women who did not
EXperience such interruptions. Similarly, Li and Currie (1992) examined data from Canada and
found that women who took breaks from their careers for family reasons had lower earnings

tompared to women who did not interrupt their careers,
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Furthermore, a study by Arun et al. (2004) in the United Kingdom also found that women who had

Career interruptions due to family responsibilities faced income penalties. The authors observed

that these penalties

!

€Xperience. The long-term consequences of career interruptions for women have also been

persisted even after controlling for factors such as education and work

€xplored in the literature. Reitman and Schneer (2005) conducted a study in the United States and

found that women who experienced career interruptions earned significantly less even 25 years
later Compared to women with uninterrupted careers. This finding suggests that the negative

“Hipacts of career interruptions can have lasting effects on women's earnings.

In addition, cultural expectations and gender roles contribute to the challenges faced by women in
ba ancing career and family responsibilities. Zhou (2015) examined the influence of cultural
CCtations on work-family conflict in China and found that societal norms emphasizing women's
10le as primary caregivers often lead to career interruptions. Similarly, Coltrane (2004) explored
the effects of gender roles in the United States and found that women are more likely to experience

€r interruptions due to family responsibilities compared to men.

Important to note is that lack of flexible work options further compounds the challenges faced by
Women. Ketsche and Branscomb (2003) examined the impact of workplace flexibility on women's
Areer decisions in the United States and found that the absence of flexible work arrangements
“S women to choose between their career and family. This limited choice often results in
¥omen either sacrificing their career aspirations or compromising their family responsibilities.
1-achieving women, who often have demanding careers, face unique challenges in balancing
¥ork and family. Bianchi (2005) explored the experiences of hi gh-achieving women in the United

*Sand found that they often struggle to reconcile their desire for motherhood with the demands
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Of their careers. This dilemma frequently leads to either delaying or foregoing motherhood

'thogether, or leaving hj gh-powered careers to prioritize their family.

- Another way in which culture influences professional women’s career attainment is the way of the

Bakiga people origin and the mixed cultures that interchanged with their own culture. The Bakiga
peo

People, predominantly residing in the Kigezi region of southwestern Uganda, are believed to have
Originated from Rwanda, with historical ties tracing back to the Kingdom of Bumbogo. The Bakiga
are known for their strong cultural heritage, which continues to play a significant role in shaping

Societal norms, including gender roles and expectations that influence professional women’s career

ttainment in Kabale District (Karwemera, 2008; Ngologoza, 1998). In addition, the Bakiga

Community have a deeply rooted history that emphasizes clan-based organization. Each clan,

Zﬂ'entiﬁed by specific totems, governs the social and cultural norms within the community, The

‘€adership within these clans is traditionally patriarchal, with significant decisions made by male

elders, known as the "Abukuru bekika," who are responsible for administering justice and

dintaining cultural traditions (Ngologoza, 1998). This patriarchal structure reinforces traditional

gender roles, where men are seen as the primary decision-makers, and women are expected to

HUlfill domestic responsibilities. Such structures are reflective of the broader cultural context in

enforced. Men are typically involved in activities such as hunting, erecting homes, and making

ificant family decisions, while women are responsible for domestic chores, including cooking,

"ld-rearing, and agricultural tasks such as digging and bush clearing (James, 2008). The

Pectation for women to prioritize family responsibilities over personal ambitions is a recurring
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theme in Bakiga society, aligning with broader cultural norms that discourage women from

Pursuing higher education and professional careers.

4yment of bride wealth, a significant cultural practice, often positions women as assets within

Marriage, with thejr primary value seen in their ability to bear children and manage the household

'Weronica, 1998). Polygamy, though less common, is practiced in certain clans, and marriage

Within the same clan is strictly prohibited, further entrenching the social segmentation within the
Society (Ngologoza, 1998).

which can severely limit their educational and
“ICCr opportunities (James, 2008). These cultural pressures contribute to the challenges women

ice in balancing family responsibilities with career aspirations, often leading to career

iermuptions and reduced opportunities for advancement.
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pite the restrictive gender norms, there are aspects of Kikiga culture that have the potential to

~Hpower women, particularly through the community's value on education and leadership within
ain clans. The royal clan of Bamuhutu, known for its love of research and education, represents

A cultural enclave where educational attainment is highly regarded (Karwemera, 2008). However,

€nanga and drums are integral to Bakiga identity, fostering a sense of community and continuity

emera, 1994). These cultural expressions, while primarily focused on communal cohesion,

ilso offer avenues for women to participate in cultural leadership, albeit in roles that are often seen

*4 How Bakiga women benefit from attaining a career

Women benefit from paid work and rising carnings reliably increase women’s personal and

lousehold resources, shifting intra-household decision-making toward their preferences. Classic

aining models predict that when a woman’s “threat point™ (outside options/independent

ncome) improves, her say in household allocation rises. Evidence shows that when income is

irected to women, spending tilts toward children’s goods and nutrition, As one early UK policy

tudy noted, after benefits were shifted to mothers, “spending on women’s and children’s clothing™

lereased (Anderberg, et al, 2016).

calth and well-being including mental and physical wellbeing. Employment is positively
$ociated with mental health compared with unemployment; re\.fiews find work can be “beneficial

Vhealth”, with the caveat that poor-quality jobs and overwork can offset gains. Control over
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fesources also improves health for women and daughters. In South Africa, pensions received by

Women had “a large impact on the anthropometric status of girls™

E, 2003).

Marriage, and aspirations (Duflo

According to Jensen (Fertility timing: Better Job prospects reshape life-course choices delaying
Marriage and childbearing and raising schooling and aspirations: Bangladesh (garment sector
Xpansion): girls exposed to factory jobs delay marriage and first birth and stay in school longer.
India improved female job access led to delayed marriage and reduced fertility intentions. These
Studies show that when careers are attainable, the opportunity cost of early marriage and

Ghildbearing rises and investments in human capital increase. Safety and intimate partner violence

(ILO, 2018-2024),

‘Enhanced economic standing can reduce [PV through improved exit options and bargaining power.

I the U.S., narrowing the gender wage gap reduced violence against women (paper title

Hicapsulates the result:

"The Gender Wage Gap and Domestic Violence™). A concise takeaway

ltom the abstract: decreases in the wage gap reduce violence. American Economic Association

i Mexico, women-targeted cash transfers (Oportunidades/Prospera) are linked to lower long-term

Spousal violence in several analyses. IDB Publicationssites.carloalberto.org

OWever, dynamics are context-specific. UK evidence shows male and female unemployment

lave opposite-signed effects on IPV, highlighting potential “backlash™ risks if women’s

Mployment rises without supportive norms and protections. Children’s outcomes and
liergenerational effects: When women control more income, households allocate more to kids’

filth/education; classic results show maternal resources benefit children disproportionately (UK
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ehild benefit reform; South African pensions above). The broader implication: professional

Women’s career attainment amplifies intergenerational human capital. sjlundberg.weebly.com.

Career attainment raises income and agency, but gains can be muted by heavy unpaid care.

Globally, women still shoulder the bulk of unpaid care, constraining hours, productivity, and
Promotion prospects. The ILO documents enormous care burdens and their labor-market effects;

More recently it estimated hundreds of millions of women are kept out of the labor force by unpaid

&8!8. One line captures the persistence: the gap in unpaid care time narrowed by “only seven

Minutes per day” over decades in parts of the region International Labour Organization.

Ong-run security and pensions

Cer interruptions, part-time spells, and lower lifetime earnings translate into lower pensions,
feightening old-age poverty risks. Across the EU, women's average pensions have been about
25% lower than men’s (2015 data). Reviews for developing countries conclude that increasing
Women’s access to work improves welfare through higher own-income, bargaining power, delayed

tarly marriage, and better child outcomes while emphasizing the need for complementary policies

thildcare, safe transport, anti-harassment laws) to avoid backlash and to convert access into

Wstained carcer attainment.
Challenges posed by culture in a bid to enhance women’s professional career
itainment,

ture defines gender roles where inequality manifests itself in a number of spheres within the

mily, labor market, politics, employment, cducation, judicial structures and in cultural-
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lideological production. Furthermore

, it fosters inequalities, reinforces gender related power

erine (1993) states that domestic violence under international human rights law is a threat to
life. Different problems that arise from domestic violence included threatening women’s
tight to life and physical integrity, increased torture, unfair treatment of woman faced with
omestic violence,

and results into gender bias that leaves victims more vulnerable. Notably,

ination in a legal System perpetuates a norm tolerating violence against women, and

Violates women'’s fundamental rights to life, physical integrity and equality.

€ other challenges relate to gender stereotypes. Gender stereotyping continues to prevail in
technical and professional fields. Schaefer (1995) defines gender stereotype as social view of men
.l‘Women based on a particular cultural belief. Giddens (1996) adds that gender stereotypes as
elined by a given cultural setting, interfere with women’s rights. A stereotype is a widely accepted
ent or bias regarding a person or group even though it is overly simplified. Stereotypes about
ehder can cause unequal and unfair treatment because of a person’s gender. Some of the
Ereotypes include personality traits, for example, women are often expected to be passive and
U issive, while men are usually expected to be confident and aggressive. Activities like caring

I children are often considered best done by women, while household repairs are often

disidered best done by men. Consequently, occupations have often been gendered until recently

llobal Gender Gap Report, 2013).
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# addition, gender biases poise a challenge to professional women'’s career attainment, Gender

as refers to negative stereotypes that are labeled on one gender. Due to the patrilineal system,
Positive stereo types were given to men, including; men are strong, men are brave, men are leaders;
;-- are worriers, bold and others. The negative stereotypes were given to women like women are
weak, shy, and cowards. Such words influence a person’s zeal and attitude towards achieving
in goals in their lives, including education. Such stereotypes affect the attitude of women and

men differently, with regard to women’s right to tertiary education (Ssentamu, 1999).

More to the above, women’s lack of access to education is not always related to scarcity of

ancies in schools. It also emerges from expectations, attitudes and biases in communities and

fhere is also lack of basic policies that would strengthen the enhancement of professional women’s
dreer attainment. For instance, the UNDP Uganda Gender Equality Strategy 2022-2025 helps
-i'u national efforts with SDGs; priorities include inclusive governance, women’s economic
toductivity, climate adaptability, and culturally responsive rights. UN Women Strategic Note
022-2025, focused on justice, governance, income-generation, protection services, and norms
ansformation that impact on career attainment: However, while these policies strengthen

omen’s rights, expand economic access, reduce workplace bias, and improve social conditions
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Supporting women's professional development, they are inactive in Uganda, and Kabale district in

particular.

More to the above, cultural beliefs are one of the limiting factors that affect women’s access to

Professional women’s career attainment. Cultural beliefs, norms and values promote early

Who condemned negative cultural practices including early marriages and teenage pregnancies that

are hostile to the dignity and health of women (Moore S, 1996).

Acc ording to Giddens (1997), cultural customs influence high levels of school dropout in most
ountries around the world. He says that due to the belief in cultural norms and customs, parents
do not allow their girl children to join tertiary education, while others mistreat wives who go for
urther education. During armed conflict, violence is also used to humiliate the women, and to
line morale and resistance. When in class, girls reflect on what went on at home, how their
others were battered, coupled with sleepless nights due to noise, stress and fear, a situation that

s to low participation and interest in education.

hore, the patriarchal society imposes limitations on women’s activities. Women are
d to be economically dependent on men. They do not participate in decision making, lack
over income even when they are producers of wealth and have no access to finance.
social practices as a result of culture affect women especially widows, divorcees and
women. Assets, including those accumulated during their marriage are likely to be
their husband’s clan. As a result, girl children in those families do not study but the

given to boys (UNDP, 2001).
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]According to the Chronic Poverty Report (2009), the reason why women return to their parents’

homes or move into enterprises with low incomes is low education that results from cultural
Practices. Women do not access tertiary education, some lack basic education, do not own
Property, land, and have no capital to startup businesses; issues that affect professional women’s

Career attainment. In addition, cultural beliefs cncourage women to be submissive to men even

Which condition threatens their right attaining a career, hence end they do not attain a career,

Related to the above, due to cultural beliefs, women do not own much property, are poor and fail

10 go for further studies. The Human Poverty Index in Uganda estimated poverty to be 37.5% in

Showed that 42.9% of women were illiterate,

37.0% women lacked health facilities, and 43.0%

licked access to clean water. It is important to note that most of these problems directly affect

Women and are as a result of cultural norms and beljefs (UNDP, 2001). Burkey (1996), further,

S that women are denied education in order to provide labor to the family.

l_f'ﬁlar-ly, Evelyn (1984) found that the rural women in Malaysia work 15 — 16 hours a day, either

€ children and feed them, prepare and feed pigs and chicken. As casual laborers

» they have no

urity and receive low wages, almost lower than what men receive for doing the same work. Not

Yare poor, rural women over worked, their lives are never ending drudgery,

e

€ned with frequent pregnancies which sap them of their energy. However, they have no time,

and they are

they afford to be sick although they are. As a result, women do not participate in

Opment in most ways; even what is truly their participation is attributed to men.
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Moore (1996) attributes the struggle women go through to do hard work, to cultural components.
He looks at culture as one of the key barriers to women’s rights, He further explains that women
are harassed and segregated at the work place. Some organizations pay less to women, while others
do not wish to employ them at all for senior jobs. In a way woman are denied their right to freedom

of choice of the kind of job they wish to do.

In light of this litany of handwork and deprivation, women in the Third World would be assured
10 be the prime target of development assistance, yet the period of colonial government, followed
by several decades of development assistance, has left women not only untouched but by general

\Opinion, worse off than their grandmothers (Hong, 1984). Development planning and development

Programs have been formulated for men and by men. The needs of women have been essentially

ignored. Changes in land use rights have also deprived them of customary right to cultivate and

control land.

The other challenge is that culture affects the way of life of the people and defines their style of
lie, including the way of dressing, defining roles of men and women, shaping people’s behavior
dnd attainment of a career. Culture contributes to the way gender roles are defined including who

does what and who should not do what. Cultural norms create stereotyped gender-role definitions
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In many societies, there are proverbs which stigmatize women and place them in lower classes of
societal arrangement. For instance, in Rwanda, there is a proverb which says that ntankoko kazi
ibika isaki iriho (Which means that women are not supposed to talk in the presence of men). In
essence, women'’s right to free expression is denied). Another proverb in Kinyarwanda says that
Iravuze umugore ruvuga umuhoro (Which means that a household where women dominate is
destroyed quickly). These proverbs were culturally determined as a gender stereotypical weapon

that was meant to discourage women from freedom of speech and expression. To date such
i

Expressions have been used to discourage women from expressing themselves and participating in

decision making, hence a hindrance to professional women’s career attainment (Chambers, 1995).

In addition, in most African societies, men and women substantially occupy different positions,
Most of which are culturally determined. In a number of cases, due to skewed relations of power,
Women occupy subordinate positions and this subordination is captured in African languages. In
Botswana a man was traditionally viewed as a “mosadi ke ngwana wa monna” meaning that a

‘Woman is the child of the man. Consequently, women had limited legal capacity, though in reality

?a»llome women had more independence and rights than others depending on social and marital status,
‘ndividual drive and the broadmindedness of the men around them (Bailey, 1992). All the

Mentioned setbacks form a hard wall for women to navigate through as they strain to attain a

Ginnis and Tippis (2002) explained that culture influences a woman’s choice of the course to study
I an institution. It starts in primary and secondary schools where women and girls are not
SUpported to enjoy their right to offer sciences and Mathematics. Those who insist on offering

are discouraged by the teachers and other people. The belief is that science subjects are for
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men or boys while arts subjects are for women. In the end women miss out on professional courses

like engineering, and medicine, which they would have done.

Kwesiga (2002) agrees with the above statement and adds that culture defines gender roles that
determine what boys and girls should do or not do especially with regard to access to education.
Women do work that is not paying like cleaning the house, cooking and looking after children due
10 low education, while men do serious work like driving, building, business, and other professions

due to their level of education.

Kwesiga et al (2002) looked at gender roles as the way people act, what they do and say, to express
‘being a girl or a boy, a woman or a man. Although gender roles vary greatly, from one culture to

|
‘another, from one ethnic group to the next, and from one social class to another, every culture has

!-gender roles that define expectations of the way women and men, girls and boys, should dress, and
Pehave. Children learn gender roles from an carly age from their parents and family, their religion,
and their culture, as well as the outside world, including television, magazines, and other media.
As children grow, they adopt behaviors that are rewarded by love and praise. They stop or hide

behaviors that are ridiculed, shamed, or punished. This happens early in life. By age of three,

ﬁChildren have usually learned to prefer toys and clothes that are “appropriate” to their gender.

Related to the above, Niwagaba, (2000) has argued that in some cases women have been the major
Culprits of the very efforts towards their development by tending to value culture so much and

Werlooking other important life aspects like career growth and attainment. The implication is that

Yomen who have benefited from interventions like affirmative action have not only failed to

courage fellow women but have actually attempted to block them from reaping similar benefits.
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On the same note, Giddens (1997) suggests that women contribute to their own suffering. This is
because of the strong cultural beliefs that are embedded in them. These beliefs are imparted
through the process of socialization, right from birth, up to the time they become elderly. Some
Women are the ones who remove their children from school so that they secure them for marriage,

Wwhile others over work their daughters with the belief that they are preparing them for marriage.

In the political arena, Bailey (1992) has argued that women face constraints in engaging in elective
i
Process due to cultural factors, limited economic resources, spousal control and misconception that

leadership is a male domain. At the same, time low literacy among women, inadequate skills in
public speaking, poor resource mobilization and networking, and limited access to vital
information are challenges that undermine their competence. For instance, only 38% female

headed households’ own radios compared to 53% for male headed households.

Male dominance has been cited as a major obstacle to women’s attainment of their career. Friedl
(1975) defines male dominance as a situation in which men have high preferential access, although
i not always exclusive rights, to those activities to which the society accords the greatest values, and
the exercise of which permits a measure of control over others. It is significant that Fried]
fecognizes that men are favored in terms of accessing certain economically and socially significant

feonomic resources and rights, such as access to land and property.

The other challenge to professional women’s career attainment has been religious beliefs, Many
teligions in Uganda have strong conservative beliefs that are not easy to change. According to
Genesis Chapter 2, the creation story indicates that the woman was created from the rib of the man

"iWhich clearly indicates that without a man, a woman would not have been. This belief increases

Vulnerability of women because sometimes men justify their authority basing on this scripture.
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Further still, most of the religions in Uganda do not permit divorce after the church wedding. To
this effect the women are encouraged to keep in marriage relationships even when the marital

relations are a threat to their life (Genesis 2).

IMorf: specifically, Chambers (1993) attributes the denial of women attainment of their career to
carly marriages. Girls marry at a tender age for various reasons, ranging from poverty to the
mindset that respects culture. While the legal age for marriage in Uganda is 18 years and above,
Parents and other relatives interest girls into early marriages. This is mostly done by poor parents
in order to raise income for the rest of household members. Many girls perceive marriage as an
¢scape route from family poverty while the common cultural practice of charging bride price brings
quick and substantial wealth to her family. As a result, parents push girls to get married even, when
young, or when they have not decided to marry. Girls also sometimes withdraw themselves from
school, especially if their needs for necessities like shoes and dresses are not met by their

parents/guardians.

Another challenge to attainment of women’s career is that parents and relatives promote inequality
between boys and girls right from childhood. For instance, boys have freedom to play and socialize
freely, while girls are kept at home to do housework. This leads to differences in enjoying their
human rights. Boys and girls have different roles and responsibilities in their daily work. Boys
tend to do heavier, riskier work that is usually located outside of the home. Boys® work tends to
_lhave a higher status than the work done by girls, who have the main responsibility of caring for

©hildren and the elderly, and providing food for the family (Gelles, 1995).

Cultural biases also result into failure by women to realize their ability to attain a career. Due to

this, 70% of the world's poor are females, while the numbers of women living below the poverty
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have increased disproportionately in recent years compared with the number of men, Women
fave limited access to economic resources, such as capital, credit, labor and land, and limited
Opportunities for employment and career advancement which restricts their ability to improve their
aL‘-‘OnOmic situation. Women also have unequal access to education and training opportunities,

‘Which leads to low literacy levels and employment in unskilled, low status jobs (Christopher,

2012).

Culture promotes gender inequality in access to and control over productive resources. This act
has been a hindrance to women’s economic, social and political emancipation. Without resources,
‘Women cannot take off, and cannot contribute to economic growth. While women are more
thgaged in agriculture, they lack land where to cultivate; hence they depend on borrowing and
IPegging. This denies them the right to acquire wealth (Ministry of Gender and Economic

, Development, 2007).

'~ Another challenge to women attainment a career is occupation segregation. Some organizations

Prefer to employ men to women. This discourages women from according to the findings in the
New Vision 3rd March, 2014), it was reported that women were paid less compared to men even
When they had similar qualifications and have similar responsibilities. This was attributed to the
Cultural belief that men need more money than women, to look after their families. This tendency

leads to violation of the women'’s rights to equal pay at the work place.
!

In addition, Chambers (1995) explains that there is limited chance of women to generate income
and be promoted to more prestigious positions or jobs due to low education. Women are prevented

by the artificial barriers from receiving job promotions or income raises, Few women a quire a
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career because they lack resources to facilitate them study amidst competition and limited

resources while others are constrained by home chores.

Similarly, the World Bank Report, (2005), revealed that women work considerably long hours
than men (between 12 and 18 hours a day with a mean of 15 hours), compared to an average of
men working for 8 to 10 hours a day. Women bear the brunt of domestic tasks in addition to
|

agricultural and other productive work. The time required for these tasks with almost absence of

even rudimentary domestic technology is hectic. This has a negative effect on the life of a woman.

According to the UNICEF 'Gender Equality-Big Picture' Report for 2007, women perform 66% of

the world's work, produce 50% of food but own only 1% of property. Women receive only 10 per

tent of worldwide income and perform more than 70 per cent of unpaid work around the globe
and two-thirds of the poorest of the poor in the world are women. Women in developing countries
own only about 10 per cent of all farmland and hold less than two per cent of all titles, although
they produce up to 80 per cent of staple foods. Women are more often affected and jeopardized by

poverty, which leads to lacking power to control resources, and participate in decision making.

hrough the Millennium Development Goals the global community promised all children quality
tducation regardless of their gender, ethnicity and educational needs. Undoubtedly much progress
has been achieved. For example, the number of pupils in school has increased by a third across
Africa since 1999, but considerable challenges remain and will require attention in the policies and
Ymmitments developed for post 2015. However, moving from policy rhetoric to practical reality
:-f‘ often the hardest step. For this there is need to challenge much existing thinking around systems
ind practices, harnessing and combining the latest thinking and tools such as findings from

gnitive science and mobile technologies (James, 2008).
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girls enroll at g levels of education. Whep this is done,

d become casy and in the end career attainment woy]q be
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|
and unfortunately some of the beneficiaries come from urban rich families (New Vision,

Wednesday, 12 May, 2014).

On 26th September 201 5, the United Nations General Assembly, chaired by President Museveni
fecommended the Sustainable Development Goals that were to be achieved by the year 2030. The
goals were introduced to replace the Millennium Development Goals that expired on 31st

December 2015. The 2030 Agenda is a shared responsibility and a universal road map for

development with emphasis on equality in all aspects of life. One of the recommended goals was

.'j'lrlC:lusive and equitable education of both men and women.

The Millennium Development Goal on education for all people and reduction of poverty by some
Percentage, helped in increasing the enrollment rates at all levels. According to the report in the
Monitor newspaper of Wednesday 26" August, 2015, it was reported that more than 80 % of girls
had enrolled for primary school but noted that they dropped out tremendously at O-level, A-level
and very few made it to tertiary level especially at the University for Degree courses. It was
Ieported that defilement remained the leading crime committed in 2013, where 1000 cases were
Tecorded and four out of ten children were sexually abused at school. Therefore, the government
and the general public including parents were argued to provide maximum protection to the girl
thildren in all places they g0 to especially schools. This would reduce the number of cases of
Uefilement and rape that result in unwanted child birth, hence girls would be able to remain in

Sthool and study until they completed tertiary education.

The Minister of State for Youth, Madam Evelyn Anite, reported in New Vision of Tuesday, Marh
Y% and 2015 that 62% of the girls in Uganda had their first sexual intercourse by the age of 18

ars; they get sexually exploited by older men who have money and they drop out of school.
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Hence, parents, teachers, politicians were all called upon to fight sexual exploitation and teenage

Pregnancies that hinder women from upgrading to higher institutions of learning.

Another recommendation was given by the First Lady Mrs. Janet Museveni, when she launched
the National Campaign on adolescent girls. She noted: “We cannot only look to the government,
the UN, NGOs and CSOs, we must talk to ourselves, talk to parents, to relatives and other members
0f the society about the help that girls need. They need to be helped to grow as future mother’s,

grow up with dignity, confidence, and must be whole™. (The Daily Monitor, Friday, 20" March,

!
2015),

In addition to the suggested recommendation above, Busingye, (2015) suggested that cultural
institutions were to fight bad cultural practices by discouraging the bad ones and promoting those
that facilitate women’s access to education career development. In addition, He noted that the State
Must re-think its higher education strategy and put in place a differentiated higher education sector
With different institutions qualitatively performing their roles. In his article, he suggested that more
polytechnics, technical colleges, trade and tourism practical training institutions should be
tstablished because they would offer practical skills that would strengthen their career
levelopment strategies which would enable them to get jobs, contribute the country’s welfare and

improve the welfare of households and the entire population.

'yomuhangi (1997), explained that by changing gender roles that create the gender gap and
developing awareness through examining different gender roles would enhance gender equality.
At the same time change in men’s attitudes and women’s knowledge, attitudes and behavior are

Ecessary conditions for harmonious partnership for men and women, issues of sexuality and

88



reproductive health, and the understanding of their joint responsibilities, so that men and women

are equal partners, in public and private life.

Rosalind (2001) ina study of organizations working for peace and reconciliation in the Great Lakes
region of Africa found that women’s organizations are a key to their empowerment. They have
multiplied and have improved women’s access to incomes, and other resources. These
:)rganizations provide a forum for women to address their issues, through psychological
tounseling, medical assistance, and the support of victims. Not only do they offer a network of
Support, they also provide micro-credit initiatives, legal assistance, education programs and

various forms of concrete support.

According to the Uganda Women’s Network (1997), Uganda has obligation under International

Human rights Law, to address the plight of women under the Convention on the Elimination of

All Forms of Discrimination against Women (CEDAW). It prohibits discrimination on the basis

ofsex, calls for the modification of social and cultural patterns of conduct for elimination practices
fased on gender stereotypes, and calls for the implementation of affirmative action measures as a

00l to combat discrimination.

The way forward to increased enrollment of women attainment of career could be borrowed from
e discussion that was presented while commemorating Nelson Mandela’s’ day (on 18" July
014, It was noted that “education is the great engine of a personal career growth. It is through
fcation that the daughter of a peasant can become a doctor, the son of a mine worker can become
fiehead of the mine and the child of a farm worker can become the president of a great nation.
meant that a woman can get what may not be given by society through education, can attain

tareer through education. Hence, the way forward to professional women’s career attainment is
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i
the emphasis of what tertiary education gives to a woman and unfolds her potential to development

in all spheres of life through career growth. The next chapter describes how this research was
conducted, and how the data collected will be analyzed.

2.6 Conclusion and literature gaps

The literature reveals that, while considerable scholarship has examined the intersection of culture,
gender, and career attainment, most studies have focused on urban or corporate contexts and
generalized cultural settings, leaving a noticeable scarcity of empirical research that investigates

the unique, lived experiences of Bakiga women and how localized cultural practices shape their
|

Career attainment. Although existing studies provide valuable insights into the influence of
traditional cultural norms, organizational practices, and societal expectations on women's career

trajectories, they often overlook the distinct socio-cultural dynamics of rural, indigenous

tommunities like the Bakiga.

Furthermore, although established theories such as Social Constructionist Theory, Liberal
Feminist Theory, and Cultural Capital Theory have been employed to explain gender disparities
in career attainment, the current literature does not fully integrate these frameworks within the
Specific context of kikiga culture, thus creating a theoretical gap regarding the intersection of
taditional practices and modern career attainment. Methodologically, most research in this field
felies on quantitative approaches that may not capture the nuanced ways in which cultural values
d gender norms are internalized by women; there is a pressing need for qualitative and mixed-
Methods research that can explore the subjective experiences and coping strategies of Bakiga
Women in navigating cultural constraints, Additionally, from a practical standpoint, the literature

ffers limited guidance on how to translate culturally specific factors into actionable policy
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theme explored the components of culture, highlighting how language, customs, gender roles,

fourth theme focused on the challenges women face in attaining a career, such as gender

ﬂiscrimination, lack of access to resources, limited support systems, and rigid societal

“Xpectations. These challenges are often more pronounced in traditional or conservative societies
Where gender roles are strictly defined. Finally, the chapter addressed strategies adopted to
Promote professional women’s career attainment, including affirmative action policies, gender-

Sensitive education reforms, mentorship programs, and advocacy for women's rights. These
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

]

This chapter outlines the methodological framework of the study, detailing the research
philosophy, design, and approach, as wel] as the study area, population, sampling procedures, data

collection and analysis methods, and ethica] considerations. It also discusses data quality control

measures, provides a Justification for the chosen methods, acknowledges limitations in data

collection, and concludes the chapter by summarizing the overall research process.

3.1 Research philosophy: Epistemological and Ontological perspectives

Epistemology concerns the nature and scope of knowledge and addresses questions such as what
is known and how we know what we know. In this study, an epistemological position of
subjectivism is adopted, which posits that knowledge is not an objective entity waiting to be
discovered but is constructed through individual experiences and interactions. Drawing on
Creswell (2009) and Kumar (2005), this perspective recognises that individual perceptions and
tontextual factors shape the socia] realities of gender and career attainment. In practice, this means
that the data collected through interviews, focus groups, and document reviews are understood as

Subjective accounts that reflect the unique experiences of Bakiga women in Kabale District,

;Ontology, on the other hand, concerns the nature of reality, what exists and how these realities are
tonstituted. For this study, a constructivist ontological perspective is embraced. This perspective

dsserts that realities are not fixed or singular; rather, they are multiple and constructed through

Edal interactions and cultura] practices. Scholars such as Kivunja and Kuyin (2017), Morrison
L::D, Maxwell (2013), and Aliyu et al. (2015) support the view that understanding the lived

Hperiences of individuals requires acknowledging that each person's reality is shaped by a
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complex interplay of cultural, economic, social, and institutional factors. Consequently, the study
interprets the phenomena of professional women’s career attainment as socially constructed, where

meanings and experiences are co-created between the respondents and the researcher.

By separating these two dimensions, the research clearly distinguishes between how knowledge is
generated (epistemology) and the nature of the reality that is being studied (ontology). This dual
approach provides a robust philosophical foundation for exploring the nuanced experiences of
Bakiga women, ensuring that both the process of knowledge creation and the multifaceted nature

of social reality are adequately addressed in the study.

3.2 Research Design

The research design discusses the plans and procedures for the research data sources, sampling
techniques, data collection and analysis (Creswell, 2009). A qualitative research approach that
ielies on inductive inquiry, beginning with a worldview and ending with data analysis that shows
Patterns or themes, was adopted in the study (Creswell, 2007). In the qualitative study, the
lIIlethodologiczsll choices include: the use of either phenomenology, ethnography. exploratory study
design or grounded theory. The phenomenology design among the four approaches was more

dppropriate to measure the research objectives of the study (Polit and Beck, 2010).

A phenomenology approach was chosen because it involves a collaborative process between the
Tesearcher and participants to explore and develop their understanding of the phenomenon being
| Studied. It therefore facilitates easy interpretation and descriptions of people's experiences. The

| Phenomenology approach is chosen because it resonates well with the constructivist paradigm.

i11 addition to understanding the experiences of women in their attempts to attain professional

glowth amid cultural values constraints. The intention is to gain an in-depth understanding of the
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Phenomenon, such as attitudes and responses towards career attainment, and the Kikiga culture
Was analysed. This approach further facilitated intensive exploration of a phenomenon using a
Variety of data sources (Holiday, 2009) such as primary and secondary sources. The main data
sources were typically in-depth conversations with the women in different professional groups and
key informant interviews. The study focused on only women who have progressed in their career
velopment at all levels. The aim of the focus was to produce the results, which enrich the

Understanding of real experiences of women in that particular situation.

3.3 Area of the study

The study was conducted in Kabale District, focusing on different institutions and organisations
like Kabale University, Uganda College of Commerce, Kabale Technical Institute, Kabale District
Local Government, the Human Rights Office, Non-Governmental Organization (FAWODE)

and key informants. These study units were purposively selected based on their unique

| Fontributions to understanding the cultural and career attainment dynamics based on gender in the
Iegion. Preliminary data collected from local radio broadcasts and discussions with community
leaders confirmed a significant gender disparity in career attainment, which further justified the

focus on this specific context.

3.4 Study population and sample

The study population comprised of a bigger list of all people in Kabale district that were within
the study scope. From the population, a sample of 48 respondents was drawn from the selected
institutions and organizations. The distribution was as follows: Kabale University (12
!respondents), Uganda College of Commerce (10 respondents), Kabale Technical Institute (10
respondents), Kabale District Local Government (5 respondents), Human Rights Office (3

Respondents), and Non-Governmental Organizations (5 respondents) 2 Probation Officers and 3
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Key informants. This diverse population was chosen to capture a wide range of perspectives on

the influence of cultural norms on professional women’s career attainment,

The study sample of 48 participants was intentionally selected to ensure comprehensive

Epresentation of diverse perspectives, aligning closely with the study’s objectives of

Understanding how cultural norms influence professional women'’s career attainment. By including
hakiga women from academic institutions such as Kabale University, Uganda College of

dmmerce, and Kabale Technical Institute, the study captures insights from environments where

&ducational and professional development are key. Simultaneously, the inclusion of respondents

flom Kabale District Local Government, the Human Rights Office, probation office and NGOs

U:AWODE) ensures that policy, community, and administrative perspectives are also represented.

TL*

S diverse mix of participants provides a robust foundation for examining the multifaceted

fluence of cultural practices on women's career pathways, thereby strengthening the validity and

levance of the study’s findings.

S Sampling method and sample size

Urposive sampling was employed to achieve a diverse and representative sample from the study
Pulation. Purposive sampling was used to select key individuals who possessed deep insights
0 the cultural and gender dynamics affecting Bakiga professional women’s career attainment,
€ participants, drawn from academic institutions and relevant organizations, are directly
olved in or impacted by the phenomena under investigation, ensuring that the core aspects of
study are thoroughly captured. Purposive sampling complemented this approach by identifying

Utions and organizations and in these institutions key respondents were identified

ely.
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‘The final sample of 48 participants was determined based on the principle of saturation, with data

Collection continuing until no new information emerged, as outlined by Guest, Bunce, and Johnson

{2006). In addition, the concept of theoretical sufficiency (Dey, 1999; LaDonna et al, 2021) was

‘@pplied to ensure that the collected data meaningfully aligned with the research objectives and

theoretical framework. This approach contributed not only to data saturation but also to the

&eneration of significant theoretical insights, thereby enhancing the depth and rigor of the study's

lindings and underscoring its commitment to capturing the full complexity of cultural influences

on professional women'’s career attainment.

3.6 Data collection methods

=0

D&ta was collected using multiple methods to enhance the credibility and depth of the findings.

Pri hary data were gathered through in-depth, semi-structured interviews, and Focus Group

.iScussions (FGDs) The in-depth interviews guided by a predetermined topic framework yet

dllowing flexibility for emerging themes, were conducted with respondents from the tertiary

Stitutions and other organizations. The interview and FGD guides are presented in list of

i€ in-depth interviews were used to get information from Bakiga women in institutions together

With FGDs. These were used in order to get unique information from some key women whose
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3.7 Unit of investigation

ilhe unit of investigation in this study is the individual Bakiga women, particularly those who are
Working in tertiary institutions and other organisations in Kabale District. This criterion was set to
Ensure that participants had a deep immersion of Kikiga culture, enabling a richer exploration of

how cultural norms, values, and practices impact their career attainment.

38 Data quality checks for Validity and Reliability of Data

.' ensure the validity and reliability of the data, a rigorous two-pronged approach was adopted.

For validity, three experts with relevant research experience, ensuring that they aligned closely
Ih the study’s objectives, reviewed the content of the research instruments including interview

fuides, FGD protocols, and document review checklists. Additionally, member checking was
tmployed whereby participants were given the opportunity to review and verify their interview
\anscripts, ensuring that their intended meanings were accurately captured. Triangulation of data

es, including interviews, focus group discussions, and documentary reviews, further

arency and allowed for subsequent verification of the findings. These combined practical

Easures ensured that the study's findings were both credible and dependable.
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%9 Reflection and reflexivity during data collection

Having stayed in Kabale for twenty-five years, and having seen the dynamics of culture based on
gender the researcher put off her bias and got guided by a constructivist philosophy. The researcher
lso used objective principal of data collection by employing a reflexive approach to critically
assess the researcher’s role and potential biases in the data collection process (Polit & Beck, 2010;
Berger, 2016). The researcher further maintained objectivity by continually assessing how
Personal biases and cultural preconceptions might influence the collection and interpretation of
data Additionally, efforts were made to create a supportive environment for participants by
offering emotional support when needed, clarifying the academic and policy relevance of the
Study, and allowing sufficient time for participants to share their experiences. This reflexivity

ensured that the data were interpreted in a manner faithful to the participants’ perspectives.

3.10 Data Management and Analysis

An integrated methodological approach was employed in this study, with mixed methods,
0mbining qualitative thematic analysis with quantitative-like summarization to provide a robust
iid comprehensive understanding of how Kikiga cultural norms influence professional women’s
fareer attainment in Kabale District, Uganda. The primary focus was mixed methods, the relatively
drge number of respondents allowed for the analysis and quantification of key themes into

entage counts and tables, thereby offering a structured and measurable representation of the

this dual approach was intentionally chosen to bridge the depth of narrative inquiry with the clarity
fquantitative analysis, enabling the identification of trends and patterns within the data that speak
Y to our research objectives. Data management commenced with the meticulous
anscription of audio-recorded interviews, focus group discussions (FGDs), and field notes. Each
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lanscript was carefully reviewed and organized to ensure that all relevant information was

dCcurately captured, which is critical for the subsequent coding process.

10 further enhance the transparency and credibility of the findings, qualitative insights were
Quantified where applicable, converting narrative data into empirical evidence via numerical
tounts. This integration of qualitative and quantitative-like methods ensured that the study's
are both contextually nuanced and robustly supported by measurable data, thereby

blicring a well-rounded analysis of the barriers and enablers of women’s career advancement in

the Bakiga women.

311 Ethical procedures

iere conducted in full compliance with established ethical guidelines. Initially, the study was
eViewed and approved by the University’s Research Ethics Committee (REC), which provided a
* evaluation of the study’s design, informed consent procedures, and data management

- Following REC approval, the complete research proposal including all data collection tools,

informed consent was obtained from every participant before the commencement of data

tion, and extra care was taken to ensure that participants fully understood the purpose and
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implications of the study. Confidentiality and anonymity were strictly maintained

bughout the research process; all data were securely stored on password-protected devices and
i solely for academic purposes. These measures were implemented in accordance with the
standards set forth by the department, faculty, REC, UNCST, and the local governing

underscoring the study’s commitment to protecting the rights and well-being of all

uapter three outlines the research methodology adopted for this study on culture and professional

men’s career attainment. The chapter detailed the research design, tools, and procedures used

ative design was employed to offer a comprehensive understanding of the topic. This design
@ particularly suitable for capturing the nuanced influence of culture on women’s career

a iences as it allowed in-depth exploration of personal narratives. Data collection involved the

iried yet relevant context for exploring the intersection of: culture and women's professional

dvancement. Majority respondents participated in the study, representing a cross-section of
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nformants, This diversity enhanced the reliability and depth of the data collected.

Therefore, the methodology adopted in this study was carefully selected to ensure validity,
teliability, and relevance to the research objectives. The combination of tools and participants

Provided a holistic view of the cultural factors influencing professional women’s career attainment.
The next chapter will present the findings and analysis, drawing directly from the data collected

Using this methodology.

102



CHAPTER FOUR

DATA ANALYSIS AND INTERPRETATION OF RESULTS ON BIO DATA AND

CULTURAL COMPONENTS THAT INFLUENCE WOMEN’S PROFESSIONAL
CAREER ATTAINMENT IN KABALE DISTRICT
40 Introduction
chapter discusses the research findings on the cultural components of the Bakiga, focusing
in gender roles, family structures, and child-rearing values that affect the professional trajectories
i Bakiga women in Kabale District. It integrates perspectives from respondents across multiple
Istitutions and organizations, including Kabale University, Uganda College of Commerce (UCoO),
Kabale Technical Institute, Kabale local government and probation offices, Human Rights offices,
-'Non-Govemmental Organization (FOWODE). The findings are presented in a manner that
iptures both thematic analysis and the voices of the respondents to highlight the nuances of
,fa' cultural influences on women’s professional career attainment.

1 Characteristics of Respondents

able 1: Presents the demographic characteristics of the respondents.

Gt — L
o ] Q
z = 3le S| g
‘Bl o w 9 - .G o w g
g 2T 2| E|z E|E s|E z/¢ £l
& =S L 1= B ol &
2 o 5|5 ol o
s 5|2 SI2 22 Al 82 2| S 2 8|S
05 0 0 1 1 0 ] 2 0
12 10 08 4 3 3 4 4 48

103



0 0 0 0 0 0 0 0 0

0 0 2 0 0 0 0 0 2

3 0 3 1 1 0 0 0 8

B 3 5 3 4 1 2 2 24

2 1 0 0 0 0 0 0 3

1 0 0 0 0 0 0 0 1

ducation

0 0 2 0 0 0 0 0 2
Bachelor's |2 6 5 3 3 2 3 2 26

6 4 3 1 0 1 1 1 17

2 0 0 0 0 0 0 0 2

earcher, 2023)

ocal Government Office, the Human Rights Office, the Probation Ofice, NGO office
FAWODE), and key informants. A total of Bakiga women were involved, providing information

itheir gender, age, highest level of education, marital status, and positions in the community. An
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interview guide was specifically adapted for local government officials, probation and human

lights office staff, and other key informants. Focus group discussions and questionnaires were
lailored for Bakiga women in all institutions.

411 Gender Distribution

The gender distribution of respondents shows a notable trend within the institutions studied. In

Particular, all staff at Kabale University, Uganda College of Commerce, Kabale Technical College

be gendered nature of employment in these sectors and possibly points to systemic barriers or

itural norms influencing women's hiring practices and career advancement.

I Contrast, five male respondents participated, contributing to the broader analysis of cultural
feeptions toward women's professional career attainment. Among female respondents, four were
0m the Kabale District Local Government staff and three from the Human Rights Office, four
om NGOs, and three were key informants. Overall, the total number of female respondents
ounted to 43, allowing for a focused analysis of women’s experiences, challenges, and

flievements in professional roles within Kabale District.
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4.1.2 Age Distribution

The age distribution of respondents revealed that the majority of respondents were between 40 and
59 years old, indicating that they were mid-career professionals actively working in their
fespective fields. This age group accounted for 32 of the 48 respondents, with those aged 50-59
fepresenting the largest segment, totaling 24 women. This result suggests that women in this age
i

tategory have already gained extensive experience and expertise in their professions, qualifying
\

them for potential career advancement and leadership roles.

The data also shows that younger professionals were less represented, with only two respondents
-aged 30-39 and three aged 20-29. The absence of respondents below 20 years could indicate a gap
n entry-level employment opportunities for younger women or reflect difficulties they face in
dccessing these positions within the institutions surveyed. Additionally, seven respondents were
3ged 60-69, and one respondent was 70 or older, suggesting that older professionals remain active
in the workforce to some extent, albeit in smaller numbers.

41.3 Educational Attainment

The level of education among respondents varied from institution to institution, with a significant
Proportion attaining higher degrees. At Kabale University, six respondents had a Master's degree,
While two had a PhD. The Uganda College of Commerce reported four respondents with a Master's

iﬂﬁgrec and six with a Bachelor's degree. At Kabale Technical Institute, five respondents held a

Bachelor's degree, while two had a diploma. Respondents from other organizations also fell in

Va ing categories as reflected on the table. This trend toward higher educational attainment is
Particularly significant in academic and administrative sectors, where formal qualifications are

tiicial for employment and career progression.
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Overall

» the data showed that 20 respondents had a Master's degree, and two had a PhD. In

dition, 23 respondents had a Bachelor's degree, and three had a diploma. This distribution

'7ghlights the commitment of women in Kabale District to pursuing higher education, which is

Critical for enhancing their professional skills and improving their career prospects. The emphasis

proving, deep-seated cultural attitudes still influence decisions about women's education and

42 Components of Kikiga culture

The analysis of the components of Kikiga culture reveals a rich web of elements that define the
ide tity and practices of the Bakiga people. A total of 48 participants provided insights into the
filtural components they associate with their community. The results show which show the
_iuency and percentage of responses to the various cultural elements. The most frequently

hentioned components include values, beliefs, norms, customs, dress, sanctions, language, eating

Iabits, dances, and taboos.

Un the above table, values proved to be the most important component, where respondents stated
:f:‘f-" they play an essential role in Bakiga culture. This high percentage underscores the central
Mportance of values in shaping the cultural landscape. Values are described as the guiding
Hinciples that govern individual and collective behavior within the community. Among the most
portant values highlighted by respondents were respect for elders, payment of bride price, early
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iages, and emphasis on virginity. These values reflect the moral and social framework that

fegulates interactions and relationships within Bakiga society. A respondent in a focus group

liscussion emphasized:

"Among the Bakiga, it is considered a mark of honor for a girl to marry early and uphold
Jamily dignity. Parents make girls drop out of school early to avoid them indulging in
sexual affairs before marriage. In that regard they invest in their sons' education since the
boys are expected to keep home, invest in the home, and their education become the pride
of the family, yet the education of girls benefits the family of the man that she marries"

(Interview, 2023).

The importance of values in Kikiga culture is also reinforced by literary contributions from authors
Such as Paulo Ngoroza. His work, which deals with the origins and cultural identity of the Bakiga,
fmphasizes the importance of remembering one's roots despite changes in socio-economic status.
Oroza’s assertion that...” individuals should not forget their origins, expressed in the proverb
Gatagata munonga gateebirwe wa beene mbeho,” resonates strongly with the collective

tonsciousness of the community. This perspective highlights the interplay between cultural

tntinuity and evolving social norms, suggesting that values serve as a stabilizing force in the
idst of change. In an focus group discussion one Mukiga woman noted;
. Culture stipulates values that shape a person’s way of attaching importance to particular
aspects of life. I had strong values from my grandmother who always told me about the
importance of keep away from men and securing the value of my body. She told me to value
people my clan, my people and the entire clan, she told to mind about other people before
I'took a decision. In so doing I kept in school in order to please my parents and relatives,

that’s how I attained a career... " (Focus Group Discussion, 2023).
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Values become relevance in women’s career growth and attainment become most organizations

Consider employing people with defined origin and culture and this is the reason on the resumes
aspects like tribe, and district of origin and language are asked. What a mukiga woman values
fctually defines her, defines her values and ability to do her professional work sustainable and also

h elps the fellow supervisors to define her, understand and relate with her accordingly.

Inaddition, beliefs were identified as the second most important component, with 40 respondents

(83%) recognizing their role in Kikiga culture. Beliefs encompass the spiritual and metaphysical

ol

that inform the worldview of the Bakiga people. Common beliefs include reverence for
Ancestors, the importance of communal harmony, and the connection between the physical and
Spiritual realms. These beliefs not only shape individual behavior but also reinforce social cohesion

Within the community. A respondent stated in an Interview;

"..We believe that our ancestors watch over us and that we act and live by our beliefs. 1
Jear doing certain things and committing some crimes because our cultural beliefs do not
allow me to act that way. I fear because acting centrally can bring misfortune to me and
the whole lineage. In our culture we believe that the dead are not dead and that they watch
over us. We not act or behave centrally to our society’s expectation or else taboos could

befall us and we get punished for wrong doing (Interview, 2023).

The consistency of beliefs and values creates a stable cultural framework that supports the
ission of traditions and practices across generations. The relevance of beliefs in our study
B that it connects well to Bakiga Women with what they believe, that that has made them unique
fiom other tribes. The beliefs they uphold to define them and what actually makes them who they

€. With regard to career attainment, Bakiga women with a belief become easy to understand and
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Manage. Professional supervisors understand their staff and also try to understand their beliefs in

addition to the appreciation of the company values and beliefs. To this regard, cultural beliefs

become a good guide to professional supervision of professional career supervisors.

Further, the other component was Norms. Norms reflect unwritten rules for behavior within the
fommunity and these were appreciated during interviews. These norms dictate acceptable behavior
in family interactions, community gatherings, and ceremonial events. Adherence to norms is
tritical to maintaining order and fostering a sense of belonging among community members. The
inferaction between norms and values is evident, as norms often emerge from underlying values

that are important to the community.

|
"A woman should not eat eggs or chicken before marriage. It is believed that such
indulgence may cause barrenness or difficulty in childbirth. But even in marriage a woman
does not eat certain foods like eggs and fish or even goats meet or grass hopers depending
of the society. Actually, at my Jamily even beef was served by the husband to ensure that

every member of the family got and equal share of the beef*(Interview, 2023).

$ are important in defining a person and understanding her deeply. The career woman is
Mderstood by the norms of her culture, some do not eat fish or chicken, others dress up in some
for particular functions and others define the way of living by the norms they uphold to. This

Simportant in understanding a professional woman with regard to the culture she comes. Actually,
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Women used to customs find it easy to fit in a new organization because they easily appreciate
their customs and by them. There is one thing have a profession and their keeping on the job.

ally, Sanctions are also components that guide the person’s sense of action about doing what
*\ right and fearing to do what is wrong. The wrong actions or behavior that are not supported by
1€ social norms lead to punishments of the victims while the right deeds attract rewards like gifts
nd positive words like thank you or keep it up reflect the esthetic expressions and cultural identity
Ofthe Bakiga people. Furthermore, Sanctions, play a crucial role in enforcing norms and values in
Kikiga culture. Sanctions can take various forms, including social ostracism, fines, or other forms

0f punishmient for individuals who violate cultural norms. In a focus group, a participant said;

"...1 grew in Kabale and we knew that if a girl was found pregnant before marriage, she
would be harassed, would be ashamed, would hide and the worst of all is that some families
decided to throw that girl on a cliff of a steep mountain then she would be thrown down,
deep down to ensure that she dies. In addition in our society, if a girl got pregnant before
marriage, she would be thrown in g cliff or thrown in Lake Bunyonyo as a sign of

punishment *(FGD, 2023),
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The presence of sanctions underscores the community's commitment to upholding values and

‘nsuring that members adhere to established norms. Sanctions still unfold in our day today running
Of our work. Women who respected sanctions through their culture as they grew become better
‘areer professional because the same sanctions prevail at the professional work places. They do
Warning,

write disciplinary letters, and make employees face disciplinary committees. Those who

00 not comply are dismissed or punished through suspensions. Therefore, sanctions have a positive

effect to women’s professional growth,

the other component of culture is Language. Different respondents who gave a fundamental
‘Component of Kikiga culture that facilitates communication and cultural identity mentioned this.
The Kikiga language is not just a means of transmitting information but also a vessel for cultural
atives, proverbs, and oral traditions. Efforts to promote the use of the Kikiga language,

Particularly among younger generations, are crucial to ensuring that cultural knowledge is passed

of the culture, and one way making people love their culture., Therefore, language helped to ensure
that women had a belonging and could be identified by their language. Therefore, language was a
of transmitting education to women. It became easy to education a woman to attain a career
Wihen she knows her local language that one who didn’t know any other language, hence attaining
ttarcer becomes easy. Also, some of the careers in the field require knowledge of the local
age, hence language remains an important element of culture.

AWoman who was interviewed in an FGD, commented:;



... while we grew with our parents speaking Rukiga, we had neighbors who spoke other
languages and wished that we learn their language. However, because our parents
emphasized our own language, they stopped us from using a strong language at home.
However, this eventually contributed to my career growth because in my A level and

university I studied Rukiga language and now I teach in a secondary school...” (Interview,

2023).

Ina focus group...” Important topics were discussed including the expected values, beliefs and
800d behavior were discussed. At the eating places behaviors were also checked and counselling
and further sanctions of children took place to ensure that they grew well and to the expectations

Our culture ... "( Focus Group, 2023).

Finally, taboos, were among the mentioned values which represent the prohibitions that govern
behavior in Kikiga culture. Taboos often have their origins in deeply held beliefs and values and
Serve to protect the community from actions that are considered harmful or disrespectful. In Kikiga
tulture some of the forbidden deeds that attracted taboos included acts like incest and sleeping
With relations or acts like seeing an elderly naked person, eating of some prohibited foods by
Women like chicken and fish and others like homosexuality and disrespect for alders. All the above

subjected to taboos. A respondent said;

"...4 person who impregnates his sister or mother, or one who goes ahead to sleep or have
sex with his mother faces a taboo, and can sometimes be excommunicated from a given
society. In our village a man and his family were chased away because who gives birth to
only girls is sometimes mocked, as sons are traditionally seen as the ones who continue the

Jamily lineage..." (Interview, 2023).
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Although taboos may change over time, their presence illustrates the constant negotiation between
tradition and modernity within the Bakiga women. It’s important to understand the taboos that
bakiga women uphold too. The case in point is where in Kabale it was a taboo for a girl in a
telationship and got pregnant would not keep at her parents’ home, hence once caught, it meant
her leaving school and getting married to the very man she slept with. This accounts for the reasons
Why some Bakiga women could not develop their career but ended up opting for keeping at home

marriage without professional work.

On Values, majority respondents identified values as a key component. This suggests that values
are highly regarded in Kikiga culture. In addition, beliefs, indicating a strong cultural foundation.
\The norms further reflect established behaviours and expectations within the community, which

|

e important traditions that shape daily life. Further, dressing traditionally was mentioned as a

key and highlighting its cultural significance, although it is less critical compared to values and
beliefs. However, sanctions were identified among important things that enforce mechanisms for

enforcing norms within the culture. On to that, language spoken was vital but less emphasized than

Uler components. With taboos that are recognized in controlling discipline and community

interaction and go further to suggest punishments for defiant. However, these do not abig role in

8 far as professional growth and attainment are concerned.

The insights of the study illustrate the High Importance of Core Values. It suggests that the
Uminance of values and beliefs suggests that Kikiga culture is heavily rooted in its moral and
tlhical frameworks. In addition, the role of norms and customs present a strong presence of
10rms and customs that indicate the structured society where traditions are upheld. Further,
oderate emphasis on language indicates that while language is crucial for communication and

fltural identity, it may not be prioritized as highly as values or norms. However, there is lower
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focus on taboos because of the lower bercentage which imply that they a more flexible culty;
‘approach is upheld compared to more rigid societies.
|

43.1 Marriage and Bride Wealth in Kikiga Culture

"4 Mukiga person was known as a man or q woman only when they got married T h

This influenced my sister who follows me the third time to get married before n

“(Interview, 2023).

Btide wealth is an integral component of marriage, with more than 36 respondents recognized it
Ole in reinforcing societal values and economic expectations. The practice serves as compensatio

or the bride’s family for the loss of their daughter's labor and is viewed as a validation of the
lion, However

. this practice can have unintended consequences, particularly for women’s

lication and career growth. One informant noted:

"In Kikiga culture, a man who had many daughters was considered wealthy because he

would receive bride wealth in the form of cows, goats, and money. This meant that girls

were offen seen as economic capital rather than individuals with personal aspirations”
She w

ent further to quote the story of her neighbor who turned down the request from her
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Jather to marry a wealthy neighbor who had money and animals. The father chased her
away from home and all relatives disserted her. Where ever she went to the relatives they

said she was such a bad child who refused to honor her father s request (Interviews from

Key Informants in Kabale town, 2023).

T i€ prioritization of bride wealth over education often leads to early marriages, cutting short girls'

ational opportunities. Some parents believe that investing in girls' education is futile since

it benefits will go to their husbands’ families. As one elder put it:

ucating girls is like working for another household They marry and take everything to their

Wsband's family, so why should we invest heavily in them?" (Interview with key informants,

Z-is'ion-making and women’s subordination in the domestic sphere. While doing interviews,
Pondents identified gender roles as a defining characteristic of the community. Women are
marily responsible for domestic duties, child-rearing, and agricultural labor, while men engage

L'mE-generating activities, public leadership, and decision-making. One woman narrated:

“In our family girls did more household chores than boys because culture parents,
8uardians and other extended members Jollowed the norms and values of the cultural they

always referred 1o the way my grandmother handled her children before she passed. For
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instance, my uncle once saw us going to school and asked my mother, 'why are you making
Yourself suffer? These girls should stay home and help you with house chores, they are

girls and is their work, what are they for?" (Interview with local government officer,

Kabale, 2023).

® expectations restrict women’s ability to pursue education and professional careers, as they
ear the greater burden of unpaid household labor. This was echoed in a focus group discussion

here one participant noted:

"..4 woman said that she does much work that sometimes she fails to excel in education.
1t's me that look afier the sick members of the Jamily, when some falls sick I stop going to
school and sit and take care of them. Sometimes I reported back to school afier a whole
week and other times two weeks. This affected by performance and that’s how I missed out
the profession of Nursing which I always wished to have..." (Focus Group Discussion,

2023).

he cultural perception that women’s primary role is within the household, coupled with the
valuation of their education, and has led to few women attaining a career. On the same note,

participant noted:

"I'struggled to get education because my father believed I would eventually be a housewife
50 he didn't want to educate me. He always said that educating a woman was like helping
astranger that passes your house while proceeding to another person’s home. That it was
unnecessary to waste money helping a woman to attain a career yet it will be the man or

her future husband to benefit. (Interview, 2023).
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‘These entrenched gender roles significantly influence career attainment, as women must constantly

negotiate their cultural expectations with their professional aspirations.

433 Naming Practices and Gendered Identity

aming is a cultural marker that reflects societal expectations. In Kikiga culture, names often
orce gender roles, with boys receiving names that denote strength and prosperity, while girls'
names reflect expectations of marriage and domesticity, almost a half women respondents

acknowledged the significance of naming practices in shaping identity.

One participant explained:

"An interviewee mentioned that. This name portrayed frustration on the side of the parents
and sometimes they did not love the baby till it later grew into an adult. Some of such
children miss out on school because afier all they were not planned” Boonabana was a
common name given to girls in families that had no sons. It meant that the parent wished
to have a baby boy but had no choice to the birth of the baby girls after all are children."”

(Interview, 2023).

by reinforcing societal attitudes toward gender roles from birth.

43.4 Informal Education and Socialization
Informal education plays a vital role in shaping Kikiga cultural identity. Twenty-five responses

(52%) highlighted the significance of this cultural transmission, which occurs through family
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Interactions, proverbs, folktales, and role modeling. Women are often socialized into caregiving

dnd domestic responsibilities, while men are taught leadership and economic management.

the study found that childhood experiences shape educational aspirations, as toys and

IeSponsibilities are gendered. Girls are given dolls and cooking sets, while boys receive toy cars

ind tools. One elder explained:

"One respondent noted... a girl is raised to know that her place is in the home. Even the
games she plays as a child prepare her for motherhood and domestic life. When she grows,
she does housework and prepares herself for marriage. My sister refused to study and
dropped out in primary six but she did better domestic work than me. Actually, she married

and became a good wife while for me I became a good secondary school teacher,

“(Interview, 2023).

Ihis early socialization limits women's career expectations and professional ambitions, as they

nternalize traditional roles from childhood.

43.5 Religion and Cultural Morality

Religion plays a dual role in reinforcing and challenging traditional gender norms in Kikiga
Sllture. Many respondents highlighted the influence of religious teachings on moral values and
Scietal expectations. Christianity has blended with traditional beliefs, reinforcing both
Progressive and conservative gender ideals. While some most modernized religious denominations

fave adjusted and changed to positive teachings women's education and empowerment, the drive

i§still lacking. One respondent observed:
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"Our church tells us that a woman'’s role is to support her husband, not to challenge him.
This makes it difficult for women to pursue leadership positions. I refer to the bible in the
book of Proverbs 31 that talks of a noble woman who works tireless, provides for the family,
looks after her husband, keeps home, looks afier the children, cultivates fields and gives a

good name to her husband.” (Interview, 2023).

Ihis interplay between religious beliefs and cultural traditions influences attitudes toward

Women’s career aspirations, as many are expected to prioritize family over professional ambitions.

43.6 Property Ownership and Inheritance

Inheritance laws in Kikiga culture favor male heirs, reinforcing economic disparities between men
and women. Thirty-five responses (73%) indicated that land and property are traditionally passed
down through the male lineage, limiting women’s financial independence. One respondent

lamented:

"My father lefi all the land with my two brothers. He said I would get land Jrom my
husband’s family, but that never happened. I felt isolated, I cried and actually stopped
loving my father. I got a job a house help made money and later when my dad fell sick I

actually helped him and by the boys had sold all their land (Interview, 2023).

his cultural bias against female property ownership impacts women’s ability to invest in
sinesses, access credit, or establish financial security, all of which are critical for career

Inment.

The findings illustrate the deeply embedded cultural norms that influence professional women’s
areer attainment in Kikiga society. Marriage, bride wealth, gender roles, religious beliefs, naming
Onventions, informal education, and property inheritance collectively shape women’s
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Opportunities and challenges in professional life. While cultural traditions serve to maintain social

‘Cohesion, they also impose structural limitations on women’s autonomy and career progression.

However, shifts in attitudes particularly among younger generations suggest that cultural change
is Possible. Increased access to education, legal reforms on inheritance, and advocacy for gender
quity are gradually transforming perceptions of women's roles in both family and professional
Seftings. Nonetheless, overcoming these barriers requires sustained community dialogue and

policy interventions to bridge the gap between cultural traditions and gender-inclusive

?evelopment.

‘The characteristics of Kikiga culture and their implications for professional women’s career
Adlfainment in Kabale District. The chapter is divided into two main sections: (1) Components of
Bakiga Culture and (2) Characteristics of Kikiga Culture. These sections explore the cultural
tlements that define the identity and social structure of the Bakiga people, particularly in relation

10 gender roles, marriage, education, and economic participation.

The study identifies key cultural components that shape the lives and social experiences of the
Kiga people. Among these, values, beliefs, norms, and customs emerge as the most significant.
Values such as respect for elders, bride price, early marriage, and emphasis on virginity are deeply
ained and influence gender expectations. Beliefs, particularly in communal harmony and

dncestral reverence, further reinforce traditional social structures. Norms and customs regulate

ostracism and penalties applied to those who deviate. The presence of taboos further

Stablishes moral and behavioural boundaries, often reinforcing gender roles and limiting women’s
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ities. These cultural elements collectively shape the social environment within which

Sakiga women navigate their personal and professional aspirations.

ization, with bride price serving as a key determinant of family alliances and social status.

While marriage is highly valued and often considered a measure of respect and identity, it poses

(e0nomic considerations, hinder women's ability to pursue higher education and professional

Uender roles in Kikiga culture are distinctly defined, with men occupying positions of authority
ind women primarily engaged in domestic duties. This stratification extends beyond the household
Nto education and employment, where men have greater access to resources and decision-making
pportunities. Women face systemic barriers in advancing their careers due to cultural expectations

hat prioritize their roles as wives and mothers.

Religious beliefs and naming practices further reinforce gendered expectations. Names given to
h0ys often signify strength and leadership, while those assigned to girls emphasize domesticity
dd marital expectations. Informal education, largely imparted through family and community
Socialization, shapes children's aspirations from an early age, often steering girls toward traditional

les while encouraging boys to pursue education and leadership.

The study also highlights the implications of property inheritance, which predominantly favors
fen. The exclusion of women from land ownership limits their economic independence and ability
Daccumulate wealth, further reinforcing patriarchal structures. However, the findings suggest that
While these cultural norms remain deeply rooted, changing attitudes, particularly among younger
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generations, indicate potential shifts toward greater gender equity in education and professional

1

verall, this chapter demonstrates how cultural values and practices significantly shape the career
Itgjectories of women in Kabale District. While traditions provide a strong sense of identity and
unity, they also present substantial barriers to women's professional growth. The findings
suiggest the need for a cultural transformation that balances tradition with the evolving aspirations

of Bakiga women, enabling them to achieve their full potential in both personal and professional

_'heres.
Analysis of the values of Kikiga Culture

On high value on marriage and bride wealth, it is central to Kikiga culture. This suggests that social
ind economic stability is closely tied to marital practices, indicating a strong emphasis on family
and tradition. Also, to the male children, it was indicated that value placed on boys reflects
traditional gender preferences in many cultures, where Bakiga culture inclusive, male heirs are
prioritized for lineage and inheritance than females or women. This could influence family
anning and societal roles. This could also influence a decision facilitating women to career

ainment or not.

Arther gender roles were defined and indicated a clear delineation of responsibilities between men

and women. This could affect women's participation in various societal aspects, including

for this level of response was that religion plays a role in shaping women’s behaviour and their

Way of life. However, as noted, religion is less emphasized compared to marriage and bride wealth.
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> Suggests that while spirituality is significant, cultural practices may take precedence in daily

In addition, naming and Inheritance of property of was importance and value and accrued

ent in a way that parents and guardian’s facilitation men to attain a career since it benefits

the family unlike that of women that benefits her husband’s family.

may still be barriers to achieving gender equality in education and social status. On the hand, this

Xplains why some authors like Giddens 1996 attribute low professional attainment of women to

Cultural barriers.

44 Conclusion

‘hapter Four has presented and discussed the findings from the field data, focusing on the

YOmponents and characteristics

of culture and how this influence professional women’s career
nent in the context of Kabale District. Through the analysis of both qualitative and

{uantitative data, key patterns and insights emerged that illuminate the deep-rooted relationship

between cultural systems and women’s professional advancement. The analysis revealed that the

e components of culture, including beliefs, norms, values, traditions, language, and religion,

ideologies that prioritize male leadership and female domesticity, thereby

lmiting women’s access to education, decision- -making roles, and career opportunities. The
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tharacteristics of culture such as its learned nature, shared values, transmission across generations,

adaptability further explain how cultural norms persist and continue to influence societal
ifudes toward women’s roles. In many cases, these characteristics have contributed to the
internalization of gendered limitations, even among women themselves, thereby affecting their
tonfidence and aspirations. The data also revealed that cultural perceptions impact career choices,
With women often directed toward “acceptable” professions deemed culturally appropriate,
Wpically those in caregiving, teaching, or administrative support. Moreover, cultural expectations

felated to marriage, motherhood, and caregiving responsibilities frequently conflict with career

dlvancement, leading to career breaks, part-time employment, or abandonment of career goals

dltogether.

Jespite these challenges, the chapter also hi ghlighted evidence of cultural shifts, especially among

Jounger generations and educated communities, where women are increasingly challenging

Summarize these findings, present conclusions, and offer recommendations for policy,

fictice, and further research.
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CHAPTER FIVE

HE INFLUENCE OF KIKIGA CULTURE ON WOMEN’S PROFESSIONAL CAREER

ATTAINMENT IN KABALE DISTRICT
OIntroduction
he second study objective was to investigate how Kikiga culture influence women’s professional

IECr attainment. Varying responses were given by different categories of people like Bakiga

Omen, lecturers, administrators.

1 How Kikiga culture influences professional women’s career attainment in Kabale

istrict

ithe analysis of that the influence of Kikiga culture on women’s professional career attainment,

Spondents said the influence was both positive and negative. They started by explaining the

psitive influence of culture.

e of the roles of culture in enhancing career attainment is imparting good behavior. The analysis
fom the focus group discussion revealed that culture imparts good behavior. Through cultural

ms and sanctions, parents teach the required behavior to their children. Respondents said that

fid that this good behavior influences a woman to work and perform better in the execution of
kr career. Giddens (1995) who says that people’s behavior is determined by the way they were
cialized by their parents and elders in their homes support this argument. This helps in enhancing
Woman’s ability to do her career well. In addition, Museveni, et all (2012) looks at the positive
due of culture. It has in an element of language that gives power and belonging to the person.
e can introduce himself or herself well in the language of her kinsmen. This in a way gives

irect power and a sense of cohesion and belongingness.
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er to the above, other respondents said that culture helps in teaching good social values. They
il" that this involves when to do what, how to it and to whom to do it and the time and place to
0 it. This involves respect for the elders, manners of greeting, talking to elders, asking or
Squesting for help and ways of handling social issues. It was said that a good employee or
tmployer is the one that is able to handle individual and social issues as they arise, hence enhancing
Positive career attainment. A sociologist Moore, (1995) when he wrote that a society without a
Strong culture takes long to harmonize, settle and develop, explained this. In agreement to the

above, Murindwa (2002) writes on how people struggle for their rights especially for independence

10 attain a career. He says that it becomes easy to do it when you about yourself and can claim a

“elonging to a certain specified society.

inably. In one of the focus group discussions, some respondents said that they work hard

fCause the cultural values were imparted in them by their parents, elders, and relatives, hence

Supposed to support their families with the basics of life hence the only option they are left with is

o work hard and provide for the families.

Mothers are also expected to provide food and others basics of life. As a result, each category is
forced to enhance their career and work hard, hence realized social development. This view is
Supported by Gells (1995) who looks at development as people centered and that it starts with
people at the family level. He says development cannot take place without stakeholders at the

Social level combining effort to enhance it. According to Narayan (2002), women get a higher

127



Voice when they

are empowered and in position to defend their rights. When conducting a focus

Broup discussion with Bakiga women, at the Human rights office, one of them said;

helping a woman to attain a career is the most important thing apparent or a guardian
can offer. My mother was a nurse in the village; she had that qualification and actually
served the people. What helped me to study was the salary she was earning from a health

unit where she was working. When a woman attains a career she helps the entire Jamily to

Jump out poverty... (Interviewee, 2023).

M another development discipline influences women’s professional career attainment other factor
that connects culture to professional women’s career attainment is discipline. Respondents said
that good discipline influences a person to work better and excel. Career attainment without good
discipline would be chaotic. Therefore, culture shapes a person’s discipline through the known
ictions of a given society. The positive sanctions like hard work are rewarded while the negative
nes like dodging work, bad behavior and immorality are disciplined heavily. A given cultural

snction depends on the heaviness of the violated sanction they noted that culture promotes family

Aid marriage, and these institutions discipline is imparted. Through the process of socialization,

Children are taught the expected behavior in society, and in a way, they tend to be good disciplined,

&pecially those who want to be appreciated by society. In a way, good discipline is rewarded

While bad discipline is punished. This is done through instilling of sanctions that are negative or
Msitive. The positive sanctions encourage good practices and behavior. They include rewards like

tifts and appreciative words like thank you, well-done, good boy, a smile, a clap, a hug and others.

the negative sanctions include warning words like I will beat you, bad boy or girl, watch out, and

0p it and others. Physical rewards like gifts may be given while physical punishments like denial

i food, beatings and abuses may be employed to discipline a child or an adult.
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Besides, some respondents said culture enhances social harmony and respect for others. The aspect

Of social harmony was to one of the factors that result in development. It was said that where there

Culture describes people’s beliefs in society and in so doing it prevents social clashes and conflicts;
ins ead, it instills social harmony and cohesion. Respondents said that culture enhances good
disciple, through the practice of strict social sanctions that some result in disciplinary actions when

exp ected social behavior is not enhanced. However, this was looked at positively by Linda (2013)

El
i

flone of the interviews carried out with a respondent in one of the institutions, she said that parents
teach their children various roles depending their age and sex. Girls are taught how to cook, clean
house, look after children, peel, wash clothes, di g, fetch firewood, fetch water, and other basic
Wles. Boys are also taught how to build, fetch water, cut the bush, split firewood, hunt, grazed and

dther duties. However, to emphasize the above, in a focus group discussion respondents said that
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lieroles taught to girls and boys as they grow determine their personality and behavior. They also

Ihis leads to poor performance and a decline in professional women’s career attainment.

Another form of gender inequality discussed by respondents was access to resources that include
eritance of property from parents and access to formal education. They noted that it’s the boys
that inherit their parents’ property and enjoy other rights like having freedom of expression, play
ind relaxation while girls are doing house work. While this restricts may be good they said they
limit women's ability to explorer more in their career. However, with the current situation and the

lodern society, some of these aspects do not affect some women. The Uganda National Bureau
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&eisions. However there has been some improvement in some modern homes and families that

iave given women chance to women to choose courses of study and to decide on the careers they

¥ish to do (Gerhad, 2001 i3

er to the above, while women strive to place themselves in the higher social ladder with their
society also places them in some stratum that they find hard to jump out. Respondents said
tespondents said that culture defines the position of women and this poses a hindrance in
ing career attainment. According to Veronica, at el (1998), the position of women is
ifluences by culture; it tends to be lower than that of men. According to World Development

Report (2005), women are hindered by lack of basic resources because culture allows men to own

tsources and not women.

On the question of how Kikiga culture affects professional women’s career attainment,
Spondents said that cultural practices like forcing a woman into marriage by lifting her forcefully
Okuterura™ affect professional women’s career attainment. Women are carried off for marriage
breefully, is forced to marry while young, and as a result their career attainment stagnates. They
id that while this practice has minimized due to strict laws and heavy punishment, it still exists
il Some rural areas. However, according to Matembe (2002) this problem is attributed to poverty
iparents and the ignorance about the women’s careers. In her writing she encourages women to
Now their rights in order to fight for them, she says you cannot claim for what you do not know.
telated to her views, Nduhukire (2018) says that training and career attainment should be
Aensively done to women in order to fight poverty. She notes that unless women attain a career
ey will keep poor and will have no voice in society. However, on the note Mulindwa (2002)

Otes that some categories of people still struggle for their rights to career attainment because they
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e kept in the vicious cycle of poverty, ignorance and powerlessness. In his writing he proposes

ha people need to know their rights through furthering their education.

flirther to the above, early marriages influence professional women’s career attainment negatively.
"omen who marry early tend to produce children early and to drop out of school early. In the end
ey do not complete the studies, fail to compete in the job market and lose out on their career
e elopment. In addition, there are respondents that said that women feared to delay to get married

because of because of cultural pressure and social expectations. Women are expected to marry

ung and to have children while young.

\espondents said that it was believed to be a bad omen for a girl to delay to marry and luck for a
to find a man early in her life. She would rather delay education or work than marriage,
ey noted. This issue view was discussed by Horton and Hunt (1995) who described taboos as a
major hindrance to women’s attainment. They noted that taboos are feared and respected to the
Bitent that even those who know the truth of the matter still fear and respect them. The views of
'_.el'Onke (2005) are similar to that Horton and Hunt. He says that gender equity and equity should
B¢ the answer for women’s vulnerability. He noted that cultural practices that hinder women from

liaining a career should be discouraged. In his writing he brings out the African gender issues like

¢ that have strained women’s progress in development.

31’-Analysis of how Kikiga Culture Influences on women’s professional career attainment

Mparting good behaviours was highlighted to be one of the factors that influence professional
imen’s career attainment, with a percentage of 98. The overwhelming majority indicates that
ikiga culture strongly emphasizes instilling positive behaviouré in women, which likely supports

Bir professional conduct and ethics. Teaching values through informal education attracted a
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ficentage of 94, this high percentage suggests that cultural teachings plays a crucial role in

Maping women's values, which can directly influence their career choices and aspirations.

i addition, many respondents said that culture enhances development, this kid of development
fould be social, political and cultural development and this made a percentage of 90. A significant

elief that culture contributes to personal and community development highlights the potential for

Ultural practices to foster environments conducive to career advancement.

urther, culture defines ones Identity as to whether one is a Mukiga or a Mutoro or Muganda. In
% doing, one gets a belonging and feels a member of given society. While the percentage was 81,
a big percentage as observed, other responds gave different responses like, reflecting on the

Mportance of cultural identity, which can empower women in their professional journeys by

foviding a sense of belonging and purpose.

further to the above, culture describes people’s beliefs (67%) and defines them accordingly.
jOrly this is what makes direct, act different and behaves differently. Understanding cultural
liefs can shape women’s perspectives on career opportunities and societal roles, influencing
Iir ambitions and choices. The other way into which culture enhances social harmony (65%):
Id promotes a supportive network for women in their careers, encouraging collaboration and
al assistance. People’s social statuses are defined (58%). acknowledging social hierarchies

id explains how it can impact on women’s career paths, as societal expectations may dictate the

fles deemed appropriate for women.

Stoms of a Culture Are Defined (50%), and this suggests that'awareness of cultural customs can

llluence career decisions, as women navigate the balance between tradition and modernity. In
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dddition, it defines one’s Language (40%), and as a matter of fact, language as a cultural eleme

Plays a role in communication skills and professional interactions, although it is viewed as le

influential than other factors.

33 Conclusion

Hhapter examined the influence of culture on professional women’s career attainment in Kaba
District based on the data collected through questionnaires, focus group discussions, and in-dept
iews. The chapter has brought to light how cultural values, beliefs, and practices continue t

ipe and, in many cases, limit women's participation and advancement in professional career

ithin the district.

¢ findings revealed that patriarchal norms, deeply embedded in the cultural fabric of th
unity, still dictate traditional gender roles, assigning domestic and caregiving responsibilitie:
' Women while associating leadership and decision-making roles with men. These cultural norm

blien discourage women from pursuing higher education or leadership positions, contributing t¢

lnderrepresentation in influential careers.

Horeover, the study showed that social expectations, such as early marriage, pressure to prioritize
tmily over work, and societal judgment of career-driven women, create psychological and
Pactical barriers to career growth. Cultural perceptions that label ambitious women as

Ustespectful or non-conforming also affect women's confidence and motivation.
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In firmed that culture remains a powerful determinant in shaping
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CHAPTER SIX
HOW BAKIGA WOMEN BALANCE THEIR CULTURAL IDENTITY WITH THEIR

CAREER ASPIRATIONS AND PROF ESSIONAL GROWTH IN KABALE DISTRICT
6.1 Introduction

chapter discusses the analysis and interpretation of results on exploring how Bakiga women
talance their cultural identity with their career aspiration and their professional growth. It will

liscuss the interconnection by indication the three aspects relate with each other and how they

Women acknowledging Social Expectations. Where majority of respondents indicated that they
I aware of the cultural and societal expectations placed on them as Bakiga women. These
ectations often include tulfilling traditional roles such as being obedient daughters, wives, and
hothers, while prioritizing family over career. Acknowledging these norms does not always mean
_‘ ission, but rather indicates that women are consciously navigating these pressures as they

liake career decisions. This awareness forms the first step in balancing both identities.

laddition, the other response was women reflecting on personal values that attracted more than
8k of the respondents who noted that most of them reflect on their own internal values when
g career choices. This suggests that women are not simply shaped by external cultural norms
It are engaging in personal agency, weighing their aspirations against cultural teachings. These
flections may lead to the integration of cultural pride with ambition, or even rejecting certain

sltictive norms when they conflict with individual goals.

iither, there was a response of advocating for inclusive workplaces that support both cultural
ession and professional advancement. An overwhelming majority of respondents emphasized
“hiced for inclusive work environments. This finding shows that Bakiga women recognize the

Hplace as a space where cultural and professional identities can be harmonized. Inclusive
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Workplaces may provide flexibility, respect for cultural practices (e.g., dress, language, family

ligations), and opportunities for leadership without forcing assimilation into dominant (often

Male-centered or urban) cultural models.

Value for Change in which a number of women expressed appreciation for positive cultural
thange. This does not imply rejecting tradition, but rather supporting evolution within the culture
at promotes gender equality and recognizes women's capabilities. For example, valuing

Wucation and women’s employment are seen as progressive cultural shifts that align with modern

reer demands.

Women also respected balancing culture and modern styles of Life with professional career
llsinment. More than half of the respondents reported that they actively try to balance their

fltural upbringing with modern lifestyles. This includes adopting new ways of thinking, dressing,

tention allows women to root themselves in identity while adapting to career environments.

lonclusion, this data indicates that Bakiga women are not passive participants in either culture
Career. Instead, they are actively engaged in a reflective process acknowledging societal

ations, advocating for inclusivity, valuing progressive change, and preserving cultural
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Sttengths all while striving for professional development. The findings support the broader

ent that career success and cultural identity can coexist, especially when societal institutions

ind workplaces support this dual identity.

flom the above, data reflects how Bakiga women perceive the interplay between their cultural

identity and career aspirations through various dimensions. The percentages indicate the level of

4greement or acknowledgment of each aspect.

One of the key responses was advocating for inclusive workplaces and this attracted. This high

Percentage suggests a strong consensus among Bakiga women on the need for workplaces that
Support cultural expression. It highlights a desire for environments where they can thrive both

Professionally and personally, indicating a progressive attitude towards integrating culture in the

Workplace.

furthermore, value for Change was also pointed out be one of the major responses that brought in
'®Sponses and consideration of cultural attributes fetches responses. Both these aspects reflect a
Qmmitment to recognizing the strengths and positive aspects of their culture. The equal
krcentages indicate that Bakiga women value their cultural heritage while also being open to
:"*= ige, suggesting a dynamic approach to their identity. The majority who noted that it influences
Al expectations on women'’s career paths and determines their expectation of attaining a career
tknowledged social expectations which indicates that cultural norms still play a crucial role in

aping their professional aspirations, potentially impacting their career choices and opportunities.

eflecting on Personal Values fetched a lower percentage highlighﬁng that while personal values

I important, they may not be as strong a guiding force as social expectations or the desire for
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c]

lusive workplaces. This could suggest that many women feel pressured by external factors more

an their intrinsic values.

cing culture and modern styles of life indicate that the equal split is a more contentious issue.
0me women may struggle to reconcile traditional cultural practices with the demands of modern
fe, which could indicate a tension between maintaining cultural identity and adapting to
itemporary work environments. The data reveals a nuanced perspective among Bakiga women
rding cultural identity and career aspirations. While there is a strong desire for inclusive
orkplaces and recognition of cultural values, social expectations significantly influence their

dicer choices. The challenge remains in balancing traditional cultural practices with modern

ofessional demands.
.2 Conclusion

Chapter Six provides a detailed analysis and discussion of how Bakiga women in Kabale District
avigate the tension between cultural identity and career aspirations. Drawing from rich qualitative
lata, this chapter explored the lived experiences of women as they strive to maintain their cultural

falues while pursuing professional growth.

The findings reveal that Bakiga culture, which emphasizes respect for elders, modesty, obedience,
fmily loyalty, and gendered roles, continues to shape women's self-perception and life choices.
lany women expressed pride in their cultural identity, yet acknowledged that certain expectations
Uch as prioritizing marriage, caregiving, and subservience to male authority often conflict with

it demands and ambitions of a professional career.
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Despite these challenges, the data also highlighted the resilience and adaptability of Bakiga
Women, Many have developed strategies to reconcile cultural expectations with career pursuits.
lese include seeking spousal or family support, leveraging education as a tool for empowerment,
1d s¢ lectively challenging harmful cultural norms while preserving positive cultural values such

hard work, discipline, and community solidarity.

SIeOver, a growing number of women are reinterpreting cultural identity in ways that affirm both
n and progress. Rather than abandoning their heritage, they are redefining what it means to
nodern Bakiga woman one who respects her roots while actively participating in the

e, leadership, and decision-making spaces.

> While cultural identity poses both opportunities and constraints, Bakiga women are not
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CHAPTER SEVEN

CHALLENGES FACED BY BAKIGA WOMEN IN A BID TO ENHANCE THEIR

PROFESSIONAL CAREER IN KABALE DISTRICT

0 Introduction

ite efforts by various stakeholders including the government, women activists, the Ministry
&‘jdmation, NGOs, and individual advocates to promote women’s professional career

.
wl1m

ent, progress has been slow and uneven. Although more women are enrolling in tertiary
lucation to attain a career, many still face structural, financial, and cultural barriers that prevent

Em from advancing in their careers. This chapter explores challenges, as highlighted by

Spondents and discussants.

1 C hallenges in faced by Bakiga women in a bid to attainment a career in Kabale District
¢ findings of the study reveal that economic constraints, cultural expectations, systemic barriers,

id personal challenges are among the key obstacles limiting professional women’s career

Rinment.

.1 Economic Constraints

Onomic challenges emerged as a major obstacle to enabling women to attain a career, with the
Ut family background, education costs prevent many women from pursuing higher qualifications
il to attain a career. Families often prioritize educating male children, leaving women with
lited financial support. Many women struggle to pay tuition fees, leading to delays, academic
Huptions, or complete dropout. Limited access to credit also prevents women from starting
inesses or furthering their education or sponsoring their daughters or relatives who wish to

N a career, reinforcing economic dependence on male family members.
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~the most critical barriers to professional women's career attainment is economic
Many respondents emphasized that financial difficulties often prevent women from
higher education and professional training. More than half of participants highlighted

ed for universal tertiary education, citing tuition fees as one of the primary deterrents to

ment.

iew, a woman who had struggled with tuition fees recounted her experience:

‘Trecall how I delayed attaining career.., had two dead semesters because I could not pay
%fﬂfl‘fon Jees. I thought about dropping out of college altogether, but I persevered. I recall
the Struggle 1 had right from primary, I was in school but dropped out and went back quite
:?:’aﬁen because of school fees. One time I dropped off to first dig for money so that I could
,;go back to School. Later one of our relatives appreciated by love for school and decided
o pay my school fees. At the university I applied for work and study program where I was
digging and cleaning the university gardens and compound in order to get tuition"

(Interview, 2023).

I the illustration of woman, it indicated that with tuition fees and fees for other necessities,
Would not attain a career. By implication, for a government to enhance that its population
'-:'a- career, then it must get close to the family unit because it’s the beginning of failing or
teeding. Such families that fail or such women that fail to sail through, could get government

3

plirough scholarships.

tly related to tuition concerns is the issue of wage disparities. Women reported that in private

' ions, men are paid significantly higher wages than women in similar roles. This limits
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ability to save for further education or invest in professional development. A female

e in a primary school lamented:

"t first, I wanted 1o leave the Job and go back home and look afier my children, but I
couldn’t because I needed that money to take care of me and children. I kept on the job, I

Make that money but it is not enough for my further studies, and I cannot acquire a

luition through a funding of SMI (Science, Mathematics and Technology at Kabale

University (Interview, 2023).

omic constraints fuel the problem of financial dependency of women on men. Women
on male relatives for financial support, which in some cases restricts their decision-
gand financial independency. Dependency on men restrain women from making important

that concern them and those that would develop them. On that note, one respondent

 noted;

..l completed senior four and did not continue with studies with my parents shified to
ther village that did not have a secondary school with A; Level. I wish to stay in a
wrding school but my parents refused saying that I was supposed to keep around home,
cultural expectations were that a woman was protected easily while she stayed around
me. However, my dream was to study up to university and do an administrative course
hat I become an administrator. That chance Jailed at that. Later I got married, but my
band kept saying the education I have is good for a woman. He said there were other

lorities and no money for my tuition and that’s how I missed attaining my career. It was
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until five years back when I did a short course in civil engineering, sponsored by the

8overnment, and now that my career...." (Interview, 2023).

Statement highlights how economic dependence on family, husband and other relatives’ limits
Ien's ability attain a career. The prioritization of men’s financial needs over women’s
Wtion reflects deep-seated cultural biases that hinder women from achieving economic
Pendence and professional growth. Without financial autonomy, women are often forced to
orm to societal expectations that view their education and careers as secondary, reinforcing

&S of economic dependency and restricting their full potential.

2Cultural Expectations and Early Marriages
litional Kikiga cultural norms place a higher value on marriage than education for women.

W respondents shared that family and community pressures to marry early forced them to

fidon their educational and career aspirations.

tmale executive officer in the Human Rights Commission narrated her struggles:

"My aunt brought a man to marry me when I was 19, 1 refused and threatened to disappear
if they didn't leave me alone. Since then, my aunt hated me and still calls me
submissiveless' and ‘uncultured.’ But I did not like it so | rejected it, I explained to her
that I valued education than early marriage. At first, she did not understand but afier
completing school and starting working, 1 started helping her and giving some money and

this is when she understood the importance of studying and attaining a career..."

(Interview, Kabale, 2023).
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This is the reason all stake holders should come to explain to the society on the importance

of women attaining a career. The challenge of the fear of the unknown would then be no

more or minimized.

lilarly, another woman recalled how cultural expectations delayed her entry into tertiary
ication, with 36responses that made a percentage of seventy-five. She narrated her experience;
“I'missed out on having a career because it took me a long time to go to college. My mother
didn't believe in higher education Jor me since I was a girl hoping to get married soon. |
sat home for two years afier my O, level, later got married to an educated man who allowed
me to enroll for a course in Library at Certificate level and later did a diploma and then a

bachelor’s degree. I was lucky to have marry an understanding man, she narrated..."

(Interview, 2023).

group discussions at Uganda College of Commerce reinforced this reality. Some two ladies
90d out to give their life experience in describing the reason of them delaying to attain a career.

Iie of them gave her story below;

“...it’s not easy to be a woman in African setting, oh I recall how I was told that my
education was not of any value to the Jamily because I'was a woman, I was referred to as
a prostitute most of the time because I had grown a bit old at twenty-four and had not
gotten married and was home. My parents got fed up and requested that 1 go find a job, I
so doing I went to Kabale town to look Jor a job. I got one at the hotel to work as
receptionist. There [ found a white lady who offered to pay my tuition till completed my

Studies “(Focus Group Discussion, 2023).
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¢ experiences underscore the societal prioritization of marriage over education, often forcing

¥omen to choose between academic aspirations and family expectations.

v

4dny respondents pointed to inadequate work infrastructure and weak support systems as barriers

Women not to like the professional work environment and hence preferred keeping home. There
€re 32 responses that made a percentage of 62 with regard to this view.

Acareer woman at Kabale District local government narrated her experience that almost failed her

“Ialmost failed to work well because at my work place they did not water born toilets. This
caused me shame and fear since sometimes the situation got out of hand. As a result,
decided to always stay home when for my monthly periods approached because I felt

uncomfortable while I was in that situation. Sometimes there was no water at all, and there
were no bath room for ladies. This teased me and opted out of the professional world. It s

not until three year back when I got another job and the conditions there were good

(Interviewee, 2023).

Itaditionally, Bakiga culture discourages women from walking long distances alone, restricting
¢ir mobility and .education or employment. The responses to this effect were 22 and the
Eicentage to it was 48.

-Woman working an NGO explained how cultural inability to walk long distances affect her
dieer goal;

"I started school at the age of 10 on the condition that I had to walk with my older cousin.

Ldrop out level after level because had to give chance to my siblings to have some level of
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education as well. Today, at 48, I'm still upgrading because of the delays that I
encountered. However at least I got where to start Jrom unlike my friend Medias who was

denied chance to step in any class and cannot even write her name, just because her parents

told her that they did not see any reason of her going to school yet she was a girl”

(Interview, 2023).

s illustration calls for parents, husbands and other stake holders to create favorable work
fivironment for women and where need be to make it mandatory for children to £0 school so that

% 0ne missed chance. The government policy of university primary education and secondary

lication caters for it but there is need to strengthen it up more.

lL4 Lack of Female Role Models and Mentorship

k of visible female role models discourages many women from pursuing leadership roles.
S response was cited as one of the major challenge, emphasizing that mentorship is crucial in
aping young women'’s ambitions.

i university student remarked:

"I always wanted to study engineering, but I had never seen a woman engineer in my
community. I kept thinking it wasn't a career for women. Every time I mentioned, my

parents shouted at me that career was meant Jor men not women unless I didn’t want to

gel married and have children “(Interview, 2023).
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‘Government Policies and Legal Frameworks

€ government policies have aimed to support women’s attainment of career with the hope of
I contributing to social and economic development, implementation gaps and weak
Itement remain barriers. Many respondents called for stricter laws against segregation at work
iling equal opportunities for both genders.

administrator in one the tertiary institutions narrated...

“That segregation at the workplace almost made her resign from her Jjob. That she felt
empty and helpless when male workers always contorted her wondering what she always
did in her office yet, did not see results, as they claimed. They told her that the best thing
. Jor her would have been keeping home and cooking for her husband, this swept off her

esteem and desire to keep on working” (Interview, 2023).

' example underscores the urgent need for stronger legal protections and stricter penalties

st child marriage.

Cultural and Institutional Barriers
P

-

ond economic challenges, qualitative findings from this study reveal deep-rooted cultural,
itutional, and systemic barriers that hinder professional women’s career attainment in Kabale
flict. These barriers are embedded in traditional gender roles, societal expectations, and
ilutional biases that limit women's access to education, professional opportunities, and
g ship roles. The narratives from women in education, the workforce, and community
lssions shed light on how these structural and cultural factors shape professional women’s

¢ attainment
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| Lack of support from other women

f the more complex challenges identified was the lack of solidarity among women
Vves, which exacerbates the struggle for career attainment. They found that instead of

ng one another, some women reinforce traditional gender roles by facilitating early

8 or directing young girls toward domestic labor rather than education. In addition, at the

onal work places, some women fight fellow women, lie against them, demine them and in

elections or nominations for higher positions they support men instead of fellow women.

has hindered the progress of women and has affected their sustainability in career

ment and attainment.

Woman lamented this reality:

“Some women hide their true colors before their fellow women professionals. They beat
m hard before their supervisors and sometimes treat them maliciously. They report on
mwrongly and other times hate them for nothing. Women have competition that is not
d unlike men. Women keep anger unlike men, some women get men for their neighbors’
ldren or their own daughters. Others send them to work as maids or in shops instead of
encouraging them to study. She narrated...the biggest challenge is that some women do
Support their daughters to keep on school, they prefer house labor to their studies.
1€ mothers entice their daughters to marrying at a young age, while others harass

laughters when they stay home afier a certain age..."” (Interview, 2023).

fiitiment highlights the persistence of cultural norms that place marriage and caregiving
-ation and career aspirations. The lack of mentorship and peer support further isolates

en who wish to break away from these expectations and pursue professional success.
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Institutional and Cultural Prejudices

Ofessional organizations in Kabale district continue to reflect broader gender biases that shape
IECr opportunities for women. Reports them such as Kabale district local government and the
GO of F OWODE, illustrate how cultural expectations restrict women to traditionally female-

Uminated fields. More men were found to be enrolled in high-paying professions like technical

elds, while women were largely directed toward secretarial work and simple administrative work.
ese findings align with broader observations that gender-based career steering continues to limit

WO

0men’s access to lucrative fields, reinforcing existing inequalities in professional advancement.

2.3 Structural and Political Challenges
al and political factors further compound the challenges women face in career progression.
Yomen in Kabale district continue to be underrepresented in leadership positions due to limited

lorcement of gender equality laws and policies. Weak anti-discrimination measures, insufficient

ldlernity protections, and a lack of workplace diversity initiatives contribute to women’s

key informant highlighted the contradictions in cultural perceptions of gender roles:

“It is wrong to think that culture is bad and that it hinders women’s careers. Culture is
good and favors women. In traditional African society, they were much better off in terms
of respect, appreciation, and recognition.” (Interview, 2023).

ihile this perspective acknowledges the value of cultural heritage, it also reveals the resistance to
equality in contemporary career attainment. Traditional structures that once provided

ility are now misaligned with modern aspirations, restricting women's professional mobility.
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4 Cultural Pressure and Early Marriage

€ eXpectation that women should marry early remains one of the most significant obstacles to
ir career advancement. Many families continue to prioritize marriage over education, fearing
Iprolonged schooling will reduce a girl’s chances of securing a good bride wealth.

e woman narrated how cultural expectations dictated the course of her life:

“My paternal aunt warned me that I should marry early while I was still good-looking,
otherwise my family would get less bride wealth. She even found a rich man who married

me. I am lucky that he pays my school fees; if I were unlucky, I would never have continued

with my studies. ” (Focus Group Discussion, 2023).

Stestimony illustrates how financial and cultural considerations often outweigh the long-term

Helits of education for women, reinforcing the cycle of early marriage and limited career

Pportunities.

25 Systemic Inequalities in Education and Career attainment
“der-based inequalities remain entrenched in educational and career pathways, particularly in
flds such as science, technology, and leadership. Women who enter these professions often face

Epticism and societal resistance.

{ oman-nursing officer described the struggle of working in a field dominated by men:

“For instance, I am a mother and a wife, yet 1 am required to work night shifts as a nurse.
Many people keep questioning what kind of Mukiga wife I am, as if my career is

incompatible with my role as a wife and mother. " (Interview, 2023).

ich cultural biases discourage women from pursuing careers that demand significant time

Nmitments or non-traditional work schedules. The stigma surrounding working women,
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Particularly those in leadership or high-earning roles, further marginalizes them in professional

eitings.

12,6 Lack of Support Networks and Sensitization on Higher Education

Another recurring challenge highlighted in focus group discussions was the need for community
Sensitization on the value of higher education for women. Cultural norms continue to discourage
lamilies from investing in girls' education, reinforcing the idea that women’s primary role is within
the home.

Alocal leader explained the difficulty of breaking these entrenched beliefs:

“There is a parish in Kabale district where parents do not take their girls to school beyond
primary seven because of ingrained social beliefs. That is where we, as leaders, have put

our energy. Maybe soon we shall get a graduate from that area” (Key informant, 2023).

This statement underscores the urgent need for sensitization campaigns that challenge harmful
gender norms and promote education as a tool for empowerment.

12.7 Resistance to Women in High-Earning Fields

Despite increasing awareness of gender equality, societal prejudices continue to bar women from
titering male-dominated fields. The perception that certain professions are inappropriate for
Women discourages many from pursuing careers in engineering, mechanics, and other technical
fields.

One respondent at Kabale Technical Institute expressed this sentiment:

“No man would feel comfortable seeing his wife lying under a car to fix it. That would take

away her respect as a woman. If I have to wear jeans and a hat for work, I would rather

Jorego that money.” (Interview, 2023).
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This reflects the broader societal discomfort with women taking on roles that contradict traditional

gender expectations, reinforcing occupational segregation.

1.2.8 Property Rights and Economic Independence

Another key issue is the reluctance of society to grant women equal property rights. Many still
believe that women should not own land or assets independently, as this challenges the traditional

onomic structure in which men control resources.

Amale interviewee articulated this perspective:

“If women owned property in their parental home, they would have double ownership—at
their father's house and at their husband's. When she marries, she owns her husband's

property and when he dies, she takes it over. Why should she also own property at her

parents” home? " (Interview, 2023).

Such views perpetuate economic dependence and limit women's ability to accumulate wealth or

Invest in their own career development.

The above findings underscore the complex interplay between cultural norms, institutional biases,
nd systemic barriers that limit women’s career advancement in Kabale district. While traditional
Values provide social cohesion, they often conflict with contemporary aspirations for gender

.-L. in education and employment.

Addressing these challenges requires a multi-pronged approach, including policy reforms,
fommunity sensitization, and investment in mentorship programs. It is crucial to bridge the gap
cen tradition and modernity, ensuring that cultural heritage does not become a barrier to

Women's empowerment. By promoting education, encouraging women in leadership, and
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iWocating for economic independence, society can create a more inclusive and equitable

Vironment where women can pursue their professional aspirations without constraint.

stitutional barriers also play a significant role in limiting women’s career choices. The study
ound that educational institutions reinforce gender stereotypes by directing women into
taditionally female-dominated fields such as teaching, social work, and secretarial studies, while
Ien are encouraged to pursue technical and high-paying careers such as engineering and
arpentry. These gendered career pathways limit women’s access to high-paying and influential
fofessions. Workplace discrimination remains prevalent, with women being excluded from
fdership positions and decision-making processes. Women in managerial roles often face

kepticism from male colleagues, and cultural biases continue to discourage female authority in

Iofessional settings.

A\ significant challenge identified was the lack of female role models and mentorship programs,

thich negatively affects young women’s career aspirations. Many young women lack professional

itls continues to discourage families from supporting their daughters’ education, contributing to

Ie persistence of gender inequality.

ltuctural and political challenges further compound the barriers to professional women’s career

ent. Weak enforcement of gender equality laws, limited representation of women in
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Political leadership,

and inadequate government support for working women reinforce existing
disparities. Cultural beliefs dictate that men should lead, while women take on supportive roles,
%imiting women’s representation in governance and policy-making. Without strong legal
frameworks and enforcement mechanisms, discrimination against women in employment,
ucation, and leadership continues. Women’s exclusion from land and property ownership also
tmerged as a critical barrier. Traditional customs dictate that women should inherit property
ough their husbands rather than independently, leaving many financially vulnerable and

Uependent. This lack of ownership limits women’s ability to access credit, invest in businesses, or

Secure financial stability, ultimately affecting their career growth.

¢ findings emphasize the need for policy reforms, community sensitization, and mentorship
Mograms to address these barriers. Expanding access to free or subsidized tertiary education,
fiforcing workplace gender equality policies, and promoting women’s representation in
“dership roles are crucial steps toward breaking systemic gender inequalities. Encouraging
Milies and communities to support women'’s education and career aspirations is essential for

Sering a more inclusive society where women have equal opportunities to advance

lional biases, and systemic inequalities that hinder professional women’s career attainment

= le District. Overcoming these barriers requires collective efforts from government bodies,
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licational institutions, communities, and women themselves to create an enabling environment

teender equality in education and employment.

foved and the flexible ones are maintained. In so doing, the gap in access opportunities for

al growth between men and women minimises.

e Scholastic Materials in Schools poise a challenge in schools especially among women.
Women lack basics of life, they tend to fear and loose morale in studies, they drop out and
‘marriage and other options like doing house work or digging in case of villages. The lack
educational resources affects learning outcomes, which can deter women from

3 their education,

lenge is value for marriage where marriage is prioritized over education and as a result

2ES comes in and later impacts on women's career aspirations.
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ent Policy on School Dropout poses a challenge to women’s attainment of a career.
icies may not adequately support women who drop out of school, limiting their opportunities
Ie-entry into the education system. Further, Inadequate Supervision by School Inspectors result
0 lack of oversight which can later lead to poor educational quality, affecting women’s’
divation and retention. The concern is that education at the institutional becomes the gate way

Women’s professional attainment of career, hence any compromise to it hinders them from

=

Fancing in their career.

'uate Basic Necessities when not met can result into women getting distracted from
lcational pursuits and career attainment, creating additional challenges. When women lack

ithing’s, books, sanitary pads and schools fees, pocket money and other items like food, they

fome vulnerable and seek help from men, who may use them for their personal benefits.

WFemale Role Models affect the morale of potential women who would yearn to attain a career.
omen need to see their fellow as good examples for them to admire. Even the sponsors of women
Pend mostly on the outside world stories and talks about women who have excelled or those
io are good role models, who do good, who have good jobs, who are developed and show a good
mple to other women. The scarcity of successful female figures in the community can limit

gy

Spiration and mentorship for aspiring women professionals.

lue for Children prioritizing child-rearing may discourage women from pursuing careers, as
al expectations often place family responsibilities above professional ambitions. In addition,

¢d for quick wealth a focus on immediate financial gain may lead women to forgo long-term

feer goals for short-term employment opportunities. This could be coupled by peer group
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Ence where social circles can affect women’s decisions about education and career paths,

T positively or negatively.

flancies especially those unplanned can disrupt education and career plans, presenting
ificant challenges. In addition, limited involvement in decision making, may affect the
esses of women attaining a career and their ability to pursue further education to upgrade.

HiCL response was lack of support from fellow women. this also involves lack of solidarity and

Ot among women which hinder collective advancement in career attainment.

i¢ Distance: Traveling long distances to access educational institutions can be a deterrent,
icularly in rural areas. Ignorance. A lack of awareness about opportunities and rights may
:;:;:n Women from pursuing education and careers. Poverty: Economic hardship directly impacts
88 to education and career opportunities, perpetuating cycles of disadvantage, and lastly
llical instabilities: Unstable political environments can disrupt educational systems and career

Portunities, further complicating women’s paths.

Conclusion

dy highlights that professional women'’s career attainment in Kabale District is shaped by
mplex interplay of cultural norms, institutional barriers, financial constraints, and systemic
ualities. Deeply entrenched gender stereotypes continue to discourage women from entering
ing and male-dominated professions, while discriminatory attitudes toward women’s
Perty rights sustain economic dependence and limit financial independence. These cultural and
ifutional barriers are compounded by inadequate access to tertiary education, lack of scholastic

€rials, and prioritization of marriage over education, which further reduce women’s

Nitunities to build sustainable careers.
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“ually important are the structural and political challenges including weak enforcement of gender

fuality policies, underrepresentation of women in leadership, and limited government support for
Working women. Educational institutions often reinforce occupational segregation, steering
Yomen into traditionally female-dominated, low-paying fields. The lack of mentorship, female
ble models, and supportive community networks creates a vacuum that undermines the aspirations
young women. Financial hardships, poverty, and lack of necessities exacerbate dropout rates
' force many women to make short-term survival choices at the expense of long-term career
goals. Despite these barriers, the findings also reveal opportunities for transformation. Policy
tlorms that strengthen enforcement of gender equality laws, promote women’s property rights,
id expand access to affordable tertiary education are critical. Community sensitization and
fitural dialogue can help shift entrenched beliefs that restrict women's roles, while mentorship
#ograms and increased female representation in leadership can inspire and guide young women.
essing financial challenges through scholarships, provision of scholastic materials, and

0vernment support can reduce dropout rates and expand career opportunities.
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CHAPTER EIGHT

STRATEGIES FOR ENHANCING WOMEN’S PORFESSIONAL CAREER

ATTAINMENT

80 Introduction
Despite the various challenges hindering women’s professional career attainment in Kabale
District, multiple strategies have been implemented to address these barriers and promote gender

Quality in education and professional development. These interventions aim to address economic,

0cial, cultural, and institutional barriers that limit women's career progression.

hi chapter presents findings from both quantitative data and qualitative narratives from
sponses, highlighting key strategies essential for creating an enabling environment for women’s
drcer growth. The strategies identified focus on awareness and education reforms, economic
Mpowerment, legal and policy protections, affirmative action and institutional support, and
o

lifting socictal attitudes. Each of these thematic areas represents a critical pillar in ensuring

men's successful participation in education and the workforce.

i notable finding is that sensitization of the masses is the most widely supported strategy for
bmoting professional women’s career attainment, according to the respondents. They
asized the need for community wide engagement to challenge traditional biases that prioritize
""age over education. Education reforms, particularly making science curricula more female-
fdly- and ensuring universal access to tertiary education were also identified as key strategies.
more, targeted financial support including scholarships and policies allowing young

ihers to return to school after childbirth was highlighted. as crucial for ensuring women’s

tational continuity.
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2onomic empowerment of Bakiga women was recognized as vital, as respondents advocating for
tome generating initiatives to increase women’s financial independence. Skill-based education

iid increased formal employment opportunities were also seen as essential.

essing gender-based violence and workplace discrimination was another major concern of
fesponses citing violence against women as a substantial stale to career progression. Responses
fmphasized the need for stricter legal frameworks, stronger laws against school dropouts due to
trly marriage and affirmative action policies to ensure women’s equal representation in

€adership and decision-making positions.

8.1 Pathways for women'’s professional career attainment
Yy p

Ihe findings indicate that no single strategy can address the systemic barriers hindering

the following sections provide an in-depth analysis of key strategies identified by respondents.

§1.1 Enhancing Awareness and Education Access
Une of the most significant strategies emphasized by respondents was sensitization of the masses

2 priority. This would increase, raising awareness about the importance of women’s education
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“id career progression is viewed as a necessary first step in addressing cultural biases and societal

dititudes that discourage women from pursuing higher education. Most respondents argued that

Ommunity engagement programs should actively challenge stereotypes that prioritize marriage

Over education for women.

Afemale student upgrading to a Bachelor’s degree at Kabale University shared her experience:

"I missed joining tertiary education after A-level because my mother was not sensitized on
the importance of tertiary education. She told me that I had acquired enough education
since I could read and write. However, | Joined later afier making savings from my small

business. This derailed my career attainment." (Focus Group Discussion, 2020).

This testimony illustrates how a lack of awareness within families can hinder women’s education,
lrcing them to navigate additional challenges to re-enter the academic system. Respondents

idvocated for community-wide sensitization efforts to ensure that both parents and young women

Was another key recommendation. Most interviewed women expressed concern that existing
Wrricula tend to be male-dominated and fail to encourage female participation in fields like

fgineering, information technology, and the sciences. Adapting educational materials and

Il technical careers.

ermore, universal tertiary education was identified as a major factor in ensuring career
fogression for women, where majority respondents advocating for policies that make higher

lucation more accessible. The findings show that financial constraints remain a major obstacle
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women’s education, necessitating interventions such as tuition subsidies, government

scholarships, and work-study programs.
A respondent emphasized this need, stating:

1-' am in my third year, but I have had two dead semesters because of lack of tuition. I thought of
'j'= 0pping out completely, but I persisted. The influence of men who wanted to pay my tuition, but

With the intention of using me for sex, was also much." (Interview, 2023).

8.1.2 Economic Empowerment and Poverty Reduction

other critical strategy for advancing women’s careers in Kabale District is economic
fmpowerment, with 75% of respondents emphasizing the need to increase women's income as a
Means of breaking the cycle of dependency and poverty. Many women indicated that financial

Independence gives them greater autonomy to make decisions about their education and career

pirations.

One respondent shared a powerful example of how economic success can shift gendered

rceptions within families:

My father educated our elder sister up to university. She later got a job with Centenary Bank and

lpported the family. Our father got excited and vowed to pay for the education of his other

lughters. " (Interview, 2023).
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finding suggests that economic success stories can serve as powerful motivators for families

0 invest in their daughters’ education, challenging the traditional notion that women should

arily rely on their husbands for financial stability.

'ditionally, providing women with better access to financial resources, loans, and skill-based
fucation was seen as an effective way 1o support career development. Respondents argued that
kill-based education should be promoted alongside academic learning, allowing women to

elop practical skills that enhance their employability and entrepreneurship potential.

31.3 Addressing Violence and Discrimination

tvels are fundamental in ensuring women’s career success. Gender-based violence and workplace
ment were frequently cited as deterrents to career progression, making it crucial to
lement strict legal protections for women. One female key informant shared the story of a
oung girl forced into marriage at an early age:

Our maid at home rold us that a man forcefully carried her to his home for marriage when she
Was in primary six, even before she went into her periods. She got an opportunity and escaped and
€l (o her parents. However, they told her that she could not be accepted home because she had

€come a woman."” (Interview, 20233

f" narrative illustrates the urgency of enforcing laws against early marriage and school dropout.
lany respondents called for stricter legal frameworks to protect young girls and women from
ited marriages and ensure that those who drop out due to pregnancy or financial constraints are

iven the opportunity to return to school.
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8.1.4 Affirmative Action and Institutional Support
Affirmative action was identified as an important tool for leveling the playing field, with 50% of
fespondents supporting gender mainstreaming and affirmative action policies. Respondents argued
that deliberate efforts should be made to increase the number of women in leadership positions,
Particularly in public service and professional sectors.

}Afemale student narrated how affirmative action helped her secure university admission:

"I did my A-level in a semi-rural school, and I was lucky to score 17 points. However, I
benefited from affirmative action because boys who had applied for my course and had the
same points were not taken. If it were not for that, I would have dropped out because my

parents could not afford to sponsor me at the university." (Interview, 2023).

Uespite the benefits of affirmative action, the findings show mixed support for structural reforms
Such as gender mainstreaming and policy changes, with some respondents expressing skepticism
thout their effectiveness. However, those who supported these initiatives emphasized that
i Creasing women'’s representation in politics, business, and education would provide role models

for younger generations and challenge discriminatory practices in hiring and promotion.

8.5 Shifting Societal Attitudes and Support Systems

#ucation. One student recalled how her relatives discouraged her from attending university:
My relatives wanted me to join a grade three teacher training college, yet I had done well at A-

evel. My paternal aunt whispered to my mother, *Why take her to a private university to waste
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Money? Let her do a certificate; her Juture husband will pay Jor her diploma. ' However, my mother

insisted and took me to the universify." (Interview, 2023)

‘lrhis account highlights the persistent belief that women’s education is secondary to marriage,
reinforcing the need for social change campaigns that promote gender equality.
Additionally, respondents emphasized the role of mentorship programs, guidance and counseling

Services, and support from religious institutions in promoting women’s education and career

pirations. One participant stated,

"There is too much fieedom in university; students need to know why they went there and

must remember that there is tomorrow afier universiry." (Focus Group Discussion, 2023).

Ulidance services and mentorship networks were identified as essential for helping women

Havigate academic challenges, build confidence, and access professional opportunities.
Expanding skill-based education & vocational training
Another Strategy to professional women’s career attainment is expanding skill-based education

ind vocational training. Skill based training involves training women in institutions that involves

'-Viding skills while imparting knowledge. This would prepare them for hands on work and

id keep on the Jjob. In additional vocational training helps in ensuring that women attain skills

id later end up as better employees after attaining a career.
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The other strategy is change of attitude

It's of great importance that women and all stakeholders concerned with professional women’s
tareer attainment change their attitude towards women attaining a career. This involves unfolding
A4new message to the world that women need to attain a career and that when they do, the whole
hation benefits. This follows the responses got on challenges referring poor attitude to be one of
the challenges that hindered women from attaining a career. Therefore, change of mindset with

Iegard to women attaining a career would be of great help.

The other strategy is increasing the visibility of women in leadership positions in the country at
large and Kabale in particular. When women are given chance to lead in big leadership positions
i

lllldifferent organizations and institutions, and in political arena plus the social structures like the

thurch and the community, this could motivate sponsors of women in career attainment to proceed

for further with help.

Inaddition. the mass media should change the way it reports on women who have careers, who
Work and have professional jobs. Sometimes these women are harassed by media, they are reported
ol negatively and sometimes there is an exaggeration when it comes to women. While men face
Similar challenges with regard to media, when it comes to men, the reporting style changes and
Personalizing statements start to emerge. These cause stigma to women and other times because

of the need to protect ones name, some women opt out of the open world.

further, there is need of strengthening laws against marriage. This strategy is hoped to ensure that
omen who face domestic violence that results in men stopping them from working and
etimes they are beaten, abused and harassed, this discourage them from attaining a career and

ven those who attain it end up not making good use of it because of fear to be harassed by men.
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Lastly there is need to stop eliminating discrimination against women in places and other

‘]leadership positions like political positions, church positions and the cultural or positions. Some
Women are paid less than men they work much more than men. Others are treated like children at
the work place they are big ladies, while also others are taken to be of less value because they

Provide less extra hours compared to their male counter parts.

8.1.6 Analysis of Strategies for enhancing women’s professional career attainment

Women emphasised sensitisation activities and highlighted that sensitization involved speaking
people on radio stations, on televisions, through newspapers and other means like use of posters
O worshipping institutions like churches and mosques. High support for community-wide

tigagement indicates a strong belief in the importance of raising awareness about women’s

fucation and career opportunities.

The other response that attracted a big percentage was making the Science Curriculum More
ﬂm&lle-Friendly, the suggested option in this was the adoption of the use of simplified text books
::" making the curriculum practical and people centred involving hands on exercises and use of
Sual daily examples. This suggests a recognition that educational content should be inclusive to
ficourage more women to pursue STEM fields. The STEM fields include those in Science,
ology, Engineering and Mathematics. This attribute is encouraged and promoted by the

svernment of Uganda, to ensure that many women participate in STEM.

iversal Access to Tertiary Education yielded much responses emphasizing universal access
ighlights the importance of removing barriers to higher education for women. Barriers include
iPects like access to institution, lack of tuition, insufficient time to concentrate and revise and

‘tnattend classes, family pressure due to less resources and a favourable environment created by
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parents or spouses of women who study. Higher education is encouraged because it’s one way

through when women attain a career. It’s also one of the empowerment weapons to women

Iransition to development.

Strengthening Gender Equality in the Education System, a focus on gender equality within
“ducation indicates a need for systemic changes to promote fairness. Providing Scholarships and

Financial Aid for Women, financial support is crucial for enabling women to pursue their studies,

lough it received a lower endorsement compared to other strategies.

Eeonomic Empowerment & Employment involves increasing women’s incomes to reduce
poverty. Addressing economic disparities is vital for empowering women and enhancing their
' areer prospects. It would be motivating for women to see their fellow educated women successful
ind economically doing well. It becomes a demoting factor when women study and they still

‘main economically low with nothing to be admired from them,

E panding Skill-based Education & Vocational Training, this reflects the necessity for practical

Promoting women’s participation in formal employment could enhance women’s ability to attain
A career.  Strategies to encourage formal employment are essential for increasing women's

fonomic contributions and career growth.

81,7 Legal & Policy Protections

fnother strategy is reducing gender-based violence & harassment or even climinating it

“mpletely, a significant concern, addressing violence and harassment is crucial for creating safe
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environments for women in the workplace. Eliminating discrimination against women i1

Workplaces & leadership, tackling discrimination is vital for fostering an equitable worl

Environmem and ensuring women can access leadership roles.

Strengthening laws against early marriage, Legal measures to combat early marriages are
important for allowing girls to complete their education and pursue careers. Affirmative action ir

education and employment (50%): This strategy suggests a proactive approach to ensuring women

have equal opportunities in education and the workforce.

Change of Attitude towards Women’s Education and Employment (46%), Shifting societal
“E'iﬁtudes is fundamental for long-term change, promoting acceptance of women’s roles in
|

education and careers. Expanding Mentorship Programs and Role Model Initiatives (42%),

Mentorship is crucial for providing support and guidance, helping women navigate their career

icreasing the visibility of women in leadership and public service (38%), enhancing visibility can

inspire future generations and normalize women in leadership roles. Leveraging media to promote

te data reveals a comprehensive range of strategies aimed at enhancing women’s professional
dreer attainment, emphasizing the importance of awareness, education reforms, economic
fpowerment, and legal protections. A multifaceted approach that includes community

“gagement, supportive policies, and cultural changes is essential for fostering an environment
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Where women can thrive in their careers. Implementing these strategies could significantly

improve women's opportunities and outcomes in the workforce.

|
The chapter provides an in-depth analysis and interpretation of the data related to the challenges

faced by Bakiga women in their pursuit of career attainment in Kabale District. The findings
tlearly reveal that cultural, social, economic, and institutional factors continue to pose significant

‘barriers to women's professional advancement.

One of the most prominent challenges identified is the persistent influence of patriarchal cultural
norms, which prioritize women’s roles in the domestic sphere and often discourage or even
Stigmatize career ambitions. These cultural constraints are reinforced by family and community

‘ikxpectations, limiting women’s time, mobility, and decision-making autonomy.

Additionally, limited access to resources and opportunities, such as higher education, capital for
trepreneurship, mentorship, and leadership training, further restrict women's career
velopment. The data also revealed that gender discrimination in the workplace, lack of support
ystems such as childcare and flexible working conditions, and inadequate implementation of

der-sensitive policies are critical institutional barriers.

ychological and emotional challenges, including low self-esteem, fear of cultural judgment, and
liernalized gender roles, also emerged as subtle yet powerful deterrents to career growth. These
€ often overlooked but have deep impacts on women's willingness to pursue and sustain

tofessional advancement.
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Despite these challenges, the chapter also highlighted signs of resilience, agency, and growing
dwareness among Bakiga women, many of whom are finding ways to challenge norms, access

education, and assert their right to a professional life.
I

The chapter seven has demonstrated that the Journey toward career attainment for Bakiga women
Is marked by multiple, intersecting challenges, most of which are rooted in cultural traditions,
Socio-economic constraints, and institutional gaps. Addressing these issues requires a multifaceted
dpproach one that involves cultural re-education, policy reforms, community support, and
inclusive institutional practices. The next and final chapter will synthesize these insights and offer
practical recommendations and conclusions to support the empowerment of Bakiga women in their

Professional journeys.
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CHAPTER NINE

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
9.1 Introduction

The fi

ndings of this study reveal that the Kikiga cultural framework plays a central role in shaping
Women’s professional career aspirations, opportunities, and challenges. Cultural expectations
around marriage, domestic responsibilities, and economic roles strongly influence how women
Havigate their professional aspirations. The prioritization of family obligations over education and
fareer advancement continues to create significant barriers to women’s career progression. These
.flndings resonate with existing research that highlights the ways in which traditional norms, gender

Slereotypes, and patriarchal expectation’s structure women’s career pathways.

The summary of these findings is guided by the study’s central research questions. The first inquiry
“Xamined the key components of Kikiga culture in Kabale District, and the characteristics of the
Kikiga culture that shape women’s way of life. The study found that cultural components such as
Values, beliefs, customs, norms and sanctions result in what defines Kikiga culture that includes
bride price, early marriage, work, customs, sanction, beliefs and values reinforce traditional gender
Toles that prioritize domesticity over professional aspirations. Many women in the study reported

that cultural attitudes shaped their career decisions from an early age, as they were encouraged to

‘illuence educational and occupational trajectories by reinforcing rigid gender expectations.

The second research question explored how Kikiga culture influences women’s professional career
ainment. The study found that while communal values and family networks can provide social
Wpport, they also impose constraints on women's independence and career mobility. Women who
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defy traditional expectations by prioritizing education and professional ambitions often face

tesistance from family and community members who view career attainment as secondary to
marriage and child-rearing. This tension between cultural obligations and professional aspirations
reflects broader societal patterns where women are expected to make career sacrifices for the sake
of family responsibilities. The findings suggest that while some women navigate these

expectations by delaying marriage or seeking alternative career pathways, the pressure to conform

- Iemains a significant obstacle,

!The third research question examined specific cultural practices that impact women's career
progression. The study found that bride price functions as both a cultural institution and an
economic transaction that shapes women's opportunities and constraints. Bride price reinforces the
idea that a woman's primary value lies in her ability to fulfill marital and domestic duties, rather
than in her intellectual or professional capabilities. Many respondents expressed that once bride
Price is paid; societal expectations dictate that women should prioritize their husband's needs over
their own career ambitions. This aligns with research showing that bride price systems contribute
:0 gender inequalities by positioning women as economic assets within marriage, limiting their

futonomy in decision-making regarding education and employment.

The study also found that gender preferences in education investment further disadvantage women.
Many respondents reported that boys were given preferential access to education, as families
lewed sons as future breadwinners while daughters were expected to focus on household
nsibilities. This cultural bias in educational investment exacerbates gender disparities in
er attainment, as women are systematically denied the resources and encouragement needed

pursue higher education and professional opportunities. These findings reflect a broader trend
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Morship programs reported greater flexibility in challenging traditional norms. However, many
e who sought careers outside of traditional gender roles faced criticism and resistance from

ilies and communities, reinforcing the need for broader cultural shifts to support women’s

vancement.

Study also revealed that while Kikiga culture creates barriers, it also has elements that can

women’s career progression. The communal structure of Bakiga society provides a

I norms remains largely restrictive, reinforcing traditional roles that limit women's
tipation in leadership and high-earning professions.

Cultural Values, Beliefs, and Norms among the Bakiga

from this study reveal that deeply entrenched cultural values and societal expectations
akiga women significantly influence women’s career trajectories. The key cultural
Such as early marriage, bride price, respect for elders, and gendered expectations serve

Ice traditional gender roles that prioritize domestic duties over professional ambitions.
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bese cultural norms, deeply embedded in social structures and inter-generationally transmitted,
lipe women's aspirations, access to opportunities, and autonomy in career-related decision-
aking. The Bakiga women, like many other patriarchal societies, operates within a framework
it delineates clear roles for men and women. Women are primarily expected to focus on
busehold responsibilities, caregiving, and child-rearing, while men assume the role of providers
id decision-makers. These expectations are socially enforced through mechanisms such as

al community pressure, family expectations, and marriage-related cultural obligations. The

tom educational and employment opportunities. Many respondents expressed that unmarried
¥omen who become pregnant face a high risk of being disowned or forced into early marriages,
limiting their ability to continue with formal education or pursue professional goals. This
inding supports research by Wijewardhana & Dias (2021), who argue that cultural expectations
iound female chastity and reproductive roles disproportionately hinder women's educational and
treer trajectories, particularly in rural settings.

nother deeply entrenched cultural practice that hinders women's career progression is the
Il' itution of bride price. This study found that the payment of bride price functions not only as a
iage custom but also as an economic transaction that often reduces women's autonomy in

ing independent career and educational choices. Many respondents reported that once bride
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price is paid, women are expected to conform to societal roles that prioritize their responsibilities
8 wives and mothers over personal aspirations. This aligns with studies by Jamshaid (2020) and
Hashmi et al. (2008), who argue that bride price systems in many cultures reinforce the perception
women as economic assets, positioning them within the family structure in ways that limit their
dgency in career decision-making. The practice discourages women from seeking higher education
dremployment outside the home, as their primary obligation shifts to fulfilling the expectations of
lheir husband and his family.

The influence of socialization processes on career choices was also evident in the findings. From
i young age, Bakiga women are socialized into gendered roles that prioritize submissiveness,
Hregiving, and domestic responsibility. Girls are often given tasks and responsibilities that prepare
tiem for future household duties, while boys are encouraged to explore leadership, independence,
ind career aspirations. This pattern of early gendered socialization restricts women's professional
mobility and discourages them from pursuing leadership positions. These findings are consistent
With research by Taylor-Abdulai et al. (2014) and Dicke et al. (2019), which highlight how
faditional socialization processes reinforce career disparities by discouraging women from

figaging in male-dominated professions and leadership roles.

ditionally, the study found that language and cultural symbols play an essential role in
tinforcing gender roles. In Bakiga society, language is used as a medium to transmit cultural
“pectations and assign specific gender roles. Many respondents reported that common sayings
d proverbs emphasize male authority, female submissiveness, and the importance of women's
s as caregivers. This finding aligns with Markus & Kitayama’s (1991) theory of cultural
themas, which explains how language encodes and perpetuates societal norms, shaping individual

" “perception and life choices. Similarly, Lubaale (2022) argues that the symbolic representation
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0f men as leaders and protectors while women are portrayed as nurturers contributes to the

trenchment of gender disparities in decision-making and career attainment.

The cumulative impact of these cultural expectations constrains women's career mobility by
hiscouraging ambition and reinforcing the idea that a woman's primary role is within the
household. Many women who attempt to break these cultural norms by pursuing professional
tareers face resistance from both family and society. This societal discouragement manifests in
Several ways, including reduced financial support for girls’ education, community pressure to
prioritize marriage over career advancement, and workplace discrimination against women in
:'1eadership roles. The findings suggest that, while cultural values provide a sense of identity and

Structure within Bakiga society, they also serve as significant barriers to gender equality in

Professional spaces.

9.1.2 Kikiga Culture and Its Impact on women’s professional Career Attainment

Findings from this study highlight how specific cultural element including gender preferences in
ucation, informal learning structures, and marriage customs serve as key determinants of Bakiga
Women's career opportunities in Kabale district. These cultural factors contribute to persistent
gender disparities in education and employment, reinforcing social structures that limit women’s
Drofessional career attainment. The ways in which these cultural components shape women’s

tlucational and professional prospects are discussed below.

i
L

One of the most significant findings of this study is the widespread preference for investing in
| 0ys' education over that of girls. Many respondents noted that families often prioritize their sons'
tducation, assuming that boys are future breadwinners while. girls will eventually marry and
depend on their husbands for financial support. This traditional mindset reflects broader trends in

fatriarchal societies where boys are seen as long-term investments, while girls are viewed
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primarily through the lens of marriageability and domestic responsibilities. This gendered

allocation of educational resources leads to significant disparities in career opportunities for
|

Women. Studies by Hashmi et al (2008) and Yewande & Olawunmi (2023), confirm that in many
traditional societies, the systemic underinvestment in girls' education directly limits their ability to

access high-paying jobs, leadership roles, and professional fields that require advanced

qualifications.

This gender bias in education manifests in several ways. First, girls often receive less
‘ncouragement to pursue subjects that are deemed more challenging or career-oriented,
Particularly in fields such as science, technology, engineering, and mathematics (STEM). Many
Tespondents expressed that within Kikiga culture, girls are subtly (or explicitly) discouraged from
&celling in subjects that are traditionally associated with male dominance. This discouragement
tan stem from teachers, parents, or community expectations, leading to a lack of confidence and
Motivation among young women to pursue careers in these fields. Research by Lubaale (2022) and
Dicke et al. (2019) supports this finding, emphasizing that educational disparities in STEM fields
ssult not from a lack of ability among women, but from long-standing cultural biases that steer

irls toward less competitive, lower-paying professions.

Another cultural factor that limits women’s professional career attainment is the emphasis on
gender-specific learning paths. The study found that while formal education is available to both
0ys and girls, informal education such as home-based learning and vocational skills training tends
10 focus on domestic skills rather than career-oriented knowledge for women. Many respondents
Ieported that girls are expected to learn household management skills from an early age, while
hoys are encouraged to develop problem-solving skills, leadership abilities, and technical

#pertise. This division reinforces a gendered career trajectory where women are prepared for
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tomestic roles rather than professional success. Research by Taylor-Abdulai et al, (2014)

highlights how informal education structures can entrench traditional gender norms by limiting
girls” exposure to career-building opportunities. In societies where informal education is a key
tomponent of socialization, women often find themselves restricted to jobs that align with their
Utraditional roles, such as caregiving, teaching, and hospitality work, rather than entering

tompetitive fields with greater earning potential.

Marriage customs in Kikiga culture further exacerbate these challenges, particularly by prioritizing
,i?l'.lall'iage over career attainment. This study found that many young women are either forced into
tarly marriage or pressured to marry at a young age, which significantly disrupts their educational
nd professional aspirations. Cultural expectations dictate that a woman’s primary role is to build
ind maintain a family, with career ambitions taking a secondary position, if considered at all. Many
tespondents shared personal experiences of being encouraged to leave school to get married or
being discouraged from pursuing higher education for fear that they would become "too

in dependent" and struggle to find a husband.

The pressure to marry early often results in women abandoning their career ambitions altogether.
Unce married, many women face additional cultural expectations that reinforce their dependency
il their husbands. They are expected to dedicate their time and energy to raising children,
aging houschold affairs, and supporting their husbands' careers, leaving little room for
“1sonal growth or professional aspirations. This finding aligns with studies by Jamshaid (2020)
Id Ismail & Ibrahim (2008), which show that in cultures where marriage is highly prioritized,

men's career potential is often sacrificed in favor of their roles as wives and mothers.
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"Beyond individual marriages, broader societal attitudes reinforce this expectation. Communities

tend to judge a woman’s success not by her professional achievements, but by her ability to
Maintain a stable home and fulfill traditional gender roles. Women who prioritize their careers
Over marriage often face stigma, criticism, or even social exclusion. Respondents reported that
Women who remain unmarried or delay marriage in pursuit of higher education or professional
Wvancement are often perceived as having failed to fulfill their traditional responsibilities. This

Societal pressure discourages women from pursuing long-term careers, particularly in fields that

Iequire extensive training, travel, or commitment.

These cultural attitudes not only limit women's personal aspirations but also contribute to systemic
gender disparities in the workforce. Women who are pushed into early marriage or denied access
Whigher education often find themselves confined to low-income, informal-sector Jjobs with little
‘pportunity for advancement. Even those who manage to obtain formal employment may struggle
With workplace discrimination and limited career mobility due to deeply ingrained gender biases.
fi ployers, influenced by the same cultural norms that prioritize marriage and domesticity for
Women, may be hesitant to promote female employees to leadership positions, assuming they will

tentually leave the workforce to focus on family life.

Jespite these challenges, the study also found that some women are actively resisting these cultural
Ustraints and pursuing education and careers despite societal pressures. Some families,
fiticularly those with exposure to more progressive gender norms through education or urban
'ucnce, are beginning to support their daughters' professional ambitions. Women who succeed
b eaking cultural barriers often become role models for younger generations, inspiring gradual

ifts in societal attitudes. However, these cases remain exceptions rather than the norm, indicating
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that significant structural and cultural changes are still needed to ensure equal career opportunities

Ior women in Kikiga society.

The study highlights several key cultural characteristics that significantly impact professional
Women’s career attainment in Kikiga society. One of the most prominent findings is the persistent
gender disparity in educational investment, where families prioritize boys' education over that of
;. Is. This reflects a widespread belief that boys are future breadwinners, while girls are expected
fo marry and depend on their husbands. As a result, many women are denied equal access to higher

Hucation and professional development opportunities, limiting their career advancement.

'.'tional]y, the study found that even when girls are allowed to pursue education, they often
leeive less encouragement to explore fields such as science, technology, engineering, and
Mathematics (STEM), which are perceived as male-dominated. This discouragement contributes
the continued underrepresentation of women in hi gh-paying, competitive careers. Another major
Wltural barrier is the emphasis on informal education, which reinforces gendered career
"eCtories. Women are often trained in domestic skills from an early age, preparing them for
Musehold responsibilities rather than professional success. This form of education limits their
Hposure to career-building opportunities and steers them towards traditionally female-dominated,

Ower-paying professions.

ur iermore, the expectation that women should prioritize marriage over their careers further
“mpounds these challenges. Many young women face immense social pressure to marry early,
id in many cases, marriage interrupts their education or prevents them from pursuing long-term
Ofessional goals. Once married, women are expected to focus on family responsibilities, leaving
ille room for personal or professional growth. The cultural norm that measures a woman’s success

Yher ability to maintain a household rather than by her achievements in education or employment
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teinforces gender inequality and restricts women’s participation in the workforce. Moreover,

Societal attitudes continue to stigmatize women who defy these cultural expectations. Women who
delay marriage or prioritize their careers often face criticism, exclusion, or diminished marriage

Prospects. These attitudes are deeply ingrained in the community and discourage many women

{from pursuing professional success.

}IWOrkplace discrimination further reflects these cultural biases, as women who manage to enter
formal employment often encounter limited career mobility due to assumptions that they will
‘Cventually abandon their jobs to fulfill family obligations. Despite these challenges, the study also
found that some women are actively resisting cultural constraints by pursuing higher education
and professional careers. These women serve as role models and catalysts for gradual change in
Societal attitudes. However, their success remains the exception rather than the norm, indicating

that broader structural and cultural reforms are necessary to ensure equal career opportunities for

Women in Kikiga society.

Overall, the study demonstrates that while education has the potential to empower women and
break entrenched gender norms, its full impact remains restricted by cultural barriers that continue
10 prioritize marriage, domestic responsibilities, and male economic dominance. Addressing these
fallenges requires a multi-dimensional approach that includes shifting societal perceptions,
"plementing supportive policies, and expanding educational opportunities to create a more
Huitable environment for professional women’s career attainment. These findings indicate that
the cultural landscape in Kabale District presents significant structural and attitudinal barriers to
fofessional women’s career attainment. While education has been recognized as a powerful tool
0t breaking gender norms, its full potential remains unrealized due to the prioritization of male

i cation, the reinforcement of domestic roles for women, and the expectation that women should
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young and dedicate themselves to family life. Overcoming these challenges will require a

multi-dimensional approach that includes cultural re-evaluation, policy interventions, and targeted
tducational reforms to ensure that all women have equal access to career-building opportunities.
The Influence of Kikiga Culture on Women's professional Career attainment

The study finds that Kikiga culture exerts both enabling and restrictive influences on women’s
cer progression. While certain cultural values provide women with supportive networks that

tn facilitate education and career attainment, deeply ingrained gender norms simultaneously

financial, and logistical support. Respondents in this study reported that extended family members
dften play an active role in helping young women pursue education, particularly in situations where
i father or immediate guardian is unable or unwilling to provide financial assistance. In cases
Where a woman demonstrates exceptional academic potential, relatives may step in to fund her
“ucation, ensuring that she is not entirely dependent on her nuclear family’s economic status.
This finding aligns with research by May and Edel (1996), which emphasizes the role of extended

lamily structures in mitigating economic barriers to education for women in traditional societies.

Additionally, some respondents highlighted how community recognition of educational
ithievements can serve as an incentive for families to invest in their daughters’ schooling. Families
:!= witness the career success of other women within their community may be more willing to
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support their own daughters’ education, hoping for similar outcomes. The presence of educated

female role models within the community was found to have a positive influence on younger
generations, subtly challenging long-standing gender norms by demonstrating that women can
kuccessfully balance career and family responsibilities. Women who secure stable employment

and contribute financially to their households often alter perceptions about the value of educating

girls, leading to gradual cultural shifts that support women’s professional aspirations.

Despite these facilitating factors, the study also highlights several restrictive aspects of Kikiga
Culture that continue to limit women’s career prospects. Rigid gender norms dictate that women’s
primary responsibilities lie within the domestic sphere, with professional ambitions seen as
secondary or even incompatible with traditional female roles. Many respondents reported that

'Wc)men are often discouraged from seeking leadership positions or pursuing careers that require

extensive education, as these are perceived to conflict with their expected duties as wives and
mothers. Research by Raburu (2010) and Maume (2006) supports this finding, emphasizing how
entrenched gender expectations restrict women’s participation in decision-making roles, both in

the household and in professional settings.

Another major barrier identified in this study is the persistent glass ceiling effect in male-
lominated industries. Even when women acquire the necessary education and skills to compete in
le workforce, they often find themselves overlooked for leadership roles, facing implicit biases
1t favor male candidates. Respondents shared experiences of being passed over for promotions,
ncountering skepticism about their abilities, or being expected to take on more caregiving
onsibilities even within professional environments. This aligns with findings by Eagly and
Larli (2008), who describe how systemic biases and workplace cultures reinforce the exclusion of

lomen from senior-level positions, particularly in societies with strong patriarchal traditions.
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Additionally, internalized cultural expectations act as a psychological barrier to women’s career
A-'lambitions. Many respondents expressed feelings of guilt or hesitation when considering career
baths that might require them to prioritize professional growth over traditional family roles.
- Women who have been raised to view domestic duties as their primary purpose may struggle with
self-doubt when seeking employment outside of traditionally female-dominated sectors. Research
by Warsito et al. (2023) suggests that such internalized gender roles significantly influence

‘Women'’s career choices, leading many to self-select into lower-paying, flexible jobs that allow

them to conform to cultural expectations while still contributing to household income.

The study further finds that while communal support structures can be beneficial, they often come
Awith implicit expectations that reinforce traditional gender roles. In many cases, families are
Willing to support a woman’s education only if her career choices align with culturally acceptable

professions, such as teaching, nursing, or social work fields that are perceived as extensions of

Women’s caregiving roles. Women who express interest in pursuing careers in law, engineering,
politics, or business frequently encounter resistance, as these fields are associated with leadership,

duthority, and extensive public engagement qualities traditionally reserved for men in Bakiga

50 1ety

i conclusion, Kikiga culture presents a complex duality in its influence on women'’s professional
tareer attainment. On one hand, strong communal ties provide financial and emotional support for
wucation, helping some women overcome economic obstacles to professional development. On
the other hand, rigid gender norms, workplace discrimination, and internalized cultural
Uipectations continue to act as formidable barriers that discourage women from pursuing

mbitious career goals. This interplay between enabling and restrictive cultural forces suggests
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that while progress is being made, significant structural and attitudinal changes are still required
10 create a more equitable environment for women’s professional career attainment in Kabale

District. Overcoming these cultural limitations will require targeted interventions that challenge
I
iraditional gender roles, encourage the promotion of women into leadership positions, and foster

Cultural attitudes that recognize women’s potential beyond domestic responsibilities.

9.1.4 Challenges Faced by Women in a bit to attain their professional Career

The study identifies multiple challenges that hinder women’s professional career attainment in
Kabale District, with both structural and cultural factors playing significant roles. These barriers
tange from early marriage and rigid gender norms to workplace discrimination and the absence of
policies that support women’s professional growth. The interplay of these factors limits women’s
ficcess to educational opportunities, career attainment, and long-term job retention, ultimately

teinforcing gender disparities in employment and leadership positions.

One of the most profound challenges highlighted in this study is the impact of early marriage on
Women's education and career aspirations. Many respondents reported that young women are often
pressured to marry at an early age, which significantly disrupts their pursuit of higher education
and professional ambitions. Cultural norms dictate that a woman’s primary role is to be a wife and
mother, and as such, many families prioritize marriage over education for their daughters. This
aligns with the findings of Tietcheu (2005), who notes that in many patriarchal societies, early
‘;narriage is seen as a form of social security for women, but in reality, it limits their ability to
pursue long-term professional success. Once married, women are expected to dedicate their time

10 domestic responsibilities, leaving little room for further education or career growth. In cases

‘Where married women attempt to return to school or enter the workforce, they often face resistance
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from their spouses, families, and communities, which further restricts their ability to build

independent careers.

Peyond carly marriage, women in Kabale District also encounter significant structural barriers in

the workplace. Workplace discrimination remains a persistent issue, with many respondents noting
that women are often overlooked for promotions, excluded from decision-making processes, and
Subject to biases that favor male employees. Women in leadership positions frequently face
additional scrutiny, with their competencies being questioned more rigorously than those of their
male counterparts. Research by Dicke et al. (2019) supports this finding, emphasizing that gender
biases in professional environments contribute to the underrepresentation of women in leadership
foles. This phenomenon is further reinforced by the work of Elvitigalage et al. (2006), who argue
that male-dominated industries and traditional workplace hierarchies create systemic barriers that

Prevent women from advancing to higher managerial and executive positions.

A key factor contributing to workplace discrimination is the perception that women are less
tommitted to their careers due to family obligations. Many employers assume that women will
eventually prioritize marriage, childcare, and household responsibilities over their jobs, making
them less likely to be considered for long-term professional growth opportunities. This leads to a
tycle in which women are often assigned fewer demanding tasks, denied access to career-
.tenhancing projects, or discouraged from applying for leadership positions. As a result, many
‘Women remain confined to lower-paying, less stable jobs with limited prospects for advancement.
Even when women are able to secure professional employment, they frequently experience what
tesearchers refer to as the "glass ceiling" effect, where they encounter invisible barriers that

prevent them from progressing beyond a certain level in their careers.
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| Another significant challenge identified in the study is the lack of family-friendly workplace
policies, which greatly affects women's ability to sustain long-term careers. Many workplaces in
Kabale District lack policies that accommodate the dual responsibilities of career and family life,
'such as maternity leave, childcare support, or flexible working hours. This makes it difficult for
Wwomen to balance work and household responsibilities, often forcing them to choose between
career attainment and family obligations. Research by Eagly and Carli (2008) highlights that the
absence of family-friendly policies disproportionately affects women, as they are still expected to
take on the majority of caregiving roles in the household. Without adequate support structures,

Many women either exit the workforce entirely or reduce their working hours, which limits their

Career progression and economic independence.

The societal expectation that women must prioritize family over career further exacerbates these
challenges. Many respondents indicated that women who pursue ambitious careers often face

stigma and criticism from their communities, particularly if they delay marriage or remain

- Unmarried to focus on their professions. This creates a psychological burden for women who wish
loadvance in their careers but fear social backlash. As a result, many women self-select into jobs
that allow them to maintain traditional gender roles while still earning an income, often at the

expense of professional growth and financial stability.

: '111 addition to these challenges, limited access to professional networks and mentorship
| Opportunities also hinders professional women'’s career attainment. Many respondents expressed
that because leadership and high-paying professions are still predominantly male-dominated,
- Women have fewer opportunities to connect with influential mentors who can guide them toward
tareer attainment. Without strong professional networks, women are at a disadvantage in terms of

gaining industry insights, securing promotions, or accessing resources that can enhance their career
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growth. This finding is supported by studies showing that mentorship and sponsorship play a

|
crucial role in professional success, particularly in male-dominated industries.

The study also highlights how gender-based violence, including workplace harassment and
discriminatory practices, further discourages women from actively participating in the workforce.

Respondents shared experiences of sexual harassment in their workplaces, with some reporting

that they were forced to leave their jobs due to unsafe working conditions. The fear of harassment
not only discourages women from pursuing certain career paths but also limits their ability to assert
themselves in professional environments. The lack of effective legal protections and reporting
mechanisms means that many cases of workplace harassment go unaddressed, further

marginalizing women in the workforce.

Overall, the challenges faced by women in career attainment in Kabale District stem from a
tombination of structural inequalities and deeply entrenched cultural beliefs. Early marriage
femains a major obstacle that disrupts educational and career trajectories, while workplace
discrimination and exclusion from leadership roles limit women's professional mobility. The
| absence of family-friendly workplace policies forces many women to compromise between career
aspirations and family responsibilities, while societal expectations continue to place pressure on
i

Women to conform to traditional gender roles. Additionally, limited mentorship opportunities,
gender-based workplace violence, and psychological barriers further restrict women’s ability to
dchieve career success. Addressing these challenges requires a comprehensive approach that

includes legal reforms, workplace policy changes, cultural shifts, and the promotion of gender-

inclusive career attainment programs.
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9.1.5 Strategies for Enhancing women’s professional career attainment

|

The study identifies several key strategies that can be implemented to improve professional
women’s professional career attainment in Kabale District. These strategies address structural,
educational, economic, and legal barriers that have historically limited women's access to

professional growth opportunities. A multi-dimensional approach that combines awareness

programs, educational reforms, economic empowerment initiatives, and legal protections is

necessary to create an inclusive and equitable work environment where women can thrive.

- Awareness Programs

One of the most effective strategies for enhancing women’s career opportunities is the
implementation of awareness programs that challenge entrenched gender stereotypes. Gender
norms in Kikiga culture continue to prioritize domestic responsibilities over professional
aspirations for women, making it necessary to engage key stakeholders, such as community
leaders, educators, religious figures, and families in discussions that promote gender equality.
Community-wide sensitization campaigns can help challenge deep-seated biases that discourage

women's participation in higher education and professional fields.

These programs should focus on changing the perception that women’s primary role is in the home
IWhilva emphasizing the broader economic and social benefits of women’s participation in the
workforce. Encouraging families to view daughters as equally capable as sons in terms 6f career
aspirations can help shift attitudes over time. Research by Eagly and Carli (2008) highlights that
awareness campaigns that engage multiple social actors including men and boys tend to be more

¢ffective in fostering cultural change. By incorporating local cultural and religious leaders into

these initiatives, awareness programs can gain credibility and influence community attitudes

loward women's career progression.
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Public awareness initiatives should also include media campaigns that highlight the success stories
of professional women in various sectors. Showcasing role models who have successfully balanced
careers and family responsibilities can serve as inspiration for young girls and challenge the notion
that marriage and career attainment are mutually exclusive. School-based awareness programs can
further reinforce these ideas by integrating gender equality discussions into curricula, allowing

Students to critically engage with the concept of career aspirations beyond traditional gender roles.

Educational Reforms

Ensuring equal access to education at all levels and access equal scholarship opportunities is
another critical intervention for improving professional women’s career attainment. Findings from
this study indicate that many families prioritize boys’ education over that of girls, leading to

persistent gender disparities in career-oriented fields.

One way to address this challenge is by introducing scholarship programs specifically designed to
support female students, particularly those from disadvantaged backgrounds. Many respondents
in this study reported that financial constraints were a significant barrier to their educational
"tlftainmem, forcing some women to abandon their studies. Government and private sector
scholarships, tuition subsidies, and financial aid programs can help bridge this gap and provide
Wwomen with the necessary resources to complete their education. Research by Dicke et al. (2019)

underscores the importance of financial support in closing the gender gap in higher education and

ensuring that women have equal opportunities to pursue careers in high-paying professions.

Additionally, mentorship programs that connect young women with experienced professionals in

their fields of interest can play a crucial role in career attainment. Mentorship provides guidance,

tncouragement, and practical strategies for overcoming challenges in male-dominated industries.
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Establishing structured mentorship networks in universities, professional associations, and
Workplaces can help women navigate career pathways and access leadership opportunities.
Women who have successfully built careers despite societal constraints can serve as mentors to

the younger generation, offering support and motivation for aspiring professionals.

Educational institutions should also incorporate gender-sensitive curricula that encourage female
participation in STEM based courses and in academic leadership. Schools and universities can
create inclusive learning environments by promoting female representation in academic leadership

and ensuring that teaching materials do not reinforce traditional gender biases. Encouraging young
girls to develop confidence in their academic abilities and career aspirations from an early age can
help shift societal attitudes and create a more supportive environment for women’s professional
growth.

Economic Empowerment Initiatives

The government should expand economic empowerment initiatives is another crucial strategy for
enhancing professional women'’s career attainment. Many women in Kabale District face financial
idependency on their spouses or male family members, limiting their ability to make independent
tareer decisions. To address this issue, microfinance programs, vocational training, and

entrepreneurship support should be expanded to provide women with the financial resources and

skills necessary for self-sufficiency.

Access to microfinance services can empower women by providing them with capital to start or

expand businesses, enabling them to generate income and gain financial independence. Women

who own businesses are better positioned to invest in their education, support their families, and

make long-term career choices without being constrained by economic dependency. Studies by

194



Kwesiga (2002) highlight the effectiveness of microfinance in promoting women's economic

empowerment and increasing their participation in entrepreneurial activities.

Vocational training programs can equip women with practical skills that enhance their
employability in both formal and informal sectors. Many respondents in this study reported that

they had limited access to technical training, which restricted their career options. Providing

women with training in diverse fields such as information technology, business management, and

skilled trades can help them secure stable employment and compete in the job market.
Additionally, initiatives that encourage women to pursue careers in non-traditional fields, such as
construction or mechanical work, can help break gender stereotypes and expand career

opportunities.

Entrepreneurship programs tailored to women's needs can also create pathways for financial
lindep«&:nclence. These programs should offer business development training, financial literacy
education, and access to startup capital. Women entrepreneurs can benefit from networks that
connect them with mentors, investors, and industry experts who can provide guidance and support.
Creating female-led business hubs and cooperatives can further foster economic collaboration and
Strengthen women’s participation in key industries.

9.2 Legal Reforms and Policy Interventions

: Strengthening legal frameworks to combat gender discrimination and workplace inequality is
Iessential for ensuring that women have equal career opportunities. Many respondents in this study
highlighted experiences of workplace discrimination, limited career mobility, and exclusion from
leadership positions. Addressing these challenges requires the enforcement of laws that promote
‘gender equality in employment, protect women from workplace harassment, and encourage

affirmative action in leadership appointments.
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Anti-discrimination policies designed by government must be reinforced to ensure that women
receive equal pay for equal work, have access to promotions based on merit, and are protected
from gender-based harassment in the workplace. Eagly and Carli (2008) emphasize that strong
legal protections are critical for creating an inclusive work environment where women can advance
without facing systemic biases. Governments and employers must work together to implement
strict penalties for workplace discrimination and establish reporting mechanisms that allow women

to seek justice in cases of unfair treatment.

Workplace protections should also include policies that support work-life balance, such as parental
‘ leave, flexible work arrangements, and affordable childcare services. These could be implemented
by the government and other non-governmental organizations that do related tasks. Many women
in this study reported that balancing career responsibilities with family obligations was a
significant challenge. Providing institutional support through maternity leave, workplace daycare
centers, and flexible work hours can help women remain in the workforce and pursue long-term

| career goals without being forced to choose between family and profession.

Affirmative action policies by the government that encourage the inclusion of women in leadership
|

positions can help break the cycle of male dominance in managerial and executive roles. Many
organizations continue to favor men for leadership positions due to longstanding cultural biases.

Establishing quotas for female representation in decision-making bodies and leadership teams can

help level the playing field and ensure that women have equal opportunities to contribute to

|
institutional growth.

Legal reforms by government should also target harmful cultural practices such as early marriage

and gender-based violence, which continue to hinder women'’s professional career attainment.
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Enforcing strict penalties against child marriage and ensuring that girls remain in school until them.
Governments, civil society organizations, and community leaders must collaborate to implement
policies that protect young girls from forced marriages and promote educational attainment as a
fundamental right.

9.3 Areas for further research

I. Impact of early marriage on career success: Future research should investigate the impact of
carly marriage on women's long-term career success. As highlighted in this study, early marriage
often leads to fewer educational opportunities and limited career prospects. Exploring
interventions such as policy reforms and community engagement aimed at delaying marriage could

. shed light on how to improve women’s professional career attainment and empowerment in Kabale

-~ District and beyond.

|
ii. Influence of parenting practices on career attainment: Further research should address how

‘ different parenting styles and family structures influence women's career aspirations and success.

Since cultural expectations often reinforce gendered roles through domestic socialization,
understanding the role of parents could provide insight into fostering more progressive attitudes

toward women's education and professional careers.

iii, The role of individual attitudes in career success: a focused examination of the psychological
and socio-cultural factors that shape women's attitudes towards education and careers would
provide valuable insights. Individual beliefs, societal expectations and the internalization of
cultural norms play a crucial role in shaping career aspirations. Future research could investigate

interventions that promote women's confidence and ambition and reduce internal barriers to career

advancement.
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iv. Impact of career advancement on women's empowerment: A broader study across Uganda
examining how career attainment affects women's socio-economic status would provide a
comprehensive overview of the impact of career success. This research should examine how career
advancement changes societal roles, family dynamics and community perceptions, contributing to
broader gender equality and development goals in Uganda. By addressing these areas, future
research can build on the findings of this study to further explore and understand the nuanced

factors that influence professional women’s career attainment in culturally specific contexts.
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APPENDICES

APPENDIX A: AN IN-DEPTH INTERVIEW GUIDE FOR NON-GOVERNMENTAL

ORGANISATION (NGOs) (FAWODE) IN KABALE DISTRICT

CULTURE AND WOMENS CAREER ATTAINMENT IN KABALE DISTRICT

MBARARA UNIVERSITY OF SCIENCE AND TECHNOLOGY
INSTITUTE OF INTERDISCIPLINARY STUDIES

i
P.0O.BOX, 1410, MBARARA

Interview Place Interview Number

Date Time

SECTION A: BASIC DATA

INITIAL/NO | GENDER | POSITION UNIT OF

PLACEMENT

PERIOD SERVED

THE UNIVERSITY

IN

OBJECTIVE ONE

The key components of Bakiga Culture, particularly those related to gender roles, family

structures, and educational values that influence the professional lives of Bakiga women

1. What is your position in this organization
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3. What are the key things that you know which help us to define culture

4. Analyze the effect of these components to professional women’s career attainment or

instance their values, norms and beliefs.

The effects

il

il

v

...................................................................................................

5. Do you know about the culture of Bakiga people (Yes or no)

If yes briefly explain it in detail

If not why haven’t you known it?

6. What is the family structure (family set up) of the Bakiga tribe

i

iii
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v

7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
T s s A e T S S R e S VB T S A VW s e o
It not explain
) —

.........................................................................................................

8. According to Bakiga culture are women allowed to freedom of expression? Yes/No

If yes how? If not why?

9. Who is responsible for the career attainment of a girl child? Is it related to Bakiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education career?

11. How do thrive through the cultural attachment in work issue handling of cases against

women’s freedom to attain a career.
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OBJECTIVE TWO

To analyse how Bakiga culture influences professional women’s career attainment

1.

10.

11,

12,

Which dreams do women have in your early age with regard to career attainment being

a mukiga woman and having interacted with Bakiga women in your office?

How did you get to this level amidst cultural demands?
Do you know any other woman in higher position and she managed to reach this level.

Do you think in relation to Bakiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?
Where did you get support to reach this level?

In your view does culture play a positive role towards professional women’s career

attainment?

If yes explain the role it plays

If not explain the reasons why you think culture has not played much role

In your view is it easy for a mukiga woman to attain a career in different sectors?
If yes explain why

If not explain why

What do you recommend to Bakiga women in the process of career attainment and those
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Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

1.

Do you think more women could attain a career in Kabale district if all factors were

favorable, including cultural factors?

What are the specific means that women use to attain career in Kabale?

What do you think could be done to enhance women’s attainment of a career in Kabale

district

What can the government do to enhance professional women’s career attainment in Kabale

District

Propose possible strategies to enhance professional women'’s career attainment in Kabale

district

Objective four

How do Bakiga women benefit after attaining a career

Objective five:

What challenges do Bakiga women face in a bid to attain a career?

Objective six

THANK YOU
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APPENDIX B: FOCUS GROUP DISCUSSION GUIDE
f

CULTURE AND PROFESSIONAL WOMEN’S CAREER ATTAINMENT IN KABALE

DITSRICT

[FDG Interview | Place FDG Interview | Number of

Date Time participants
SECTION A: BASIC DATA

TOTAL GENDER | POSITION | UNIT OF | PERIOD STAYED THE
NUMBER  OF PLACEMENT | UNIVERSITY

PARTICIPANTS
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CTIVE ONE

. What is your position in the university

. To your understanding can you tell me how you understand the me:

. What are the key components that you know which help us to define

. Analyze the effect of these components to professional women’s ca

The effects

il
iii
5. Do you know about the culture of Bakiga people (Yes or no)
If yes briefly explain it in detail
If not why haven’t you known it?

6. What is the family structure (family set up) of the Bakiga tribe

ii

iii
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7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
TN

If not explain
00, 00, 550,550 rmsmimcarncmarsm sy s emim A S S s s st o et e e e S S

..........................................................................................

8. According to Kikiga culture are women allowed to freely have education? Yes/No

9. Who is responsible for the career attainment of a girl child? Is it related to Kikiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education career?

11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.

OBJECTIVE TWO

To analyse how Kikiga culture influences professional women’s career attainment

13. Which dreams did you have in your early age with regard to career attainment being a

Mukai woman?

14. How did get to this level amidst cultural demands?

15. Do you know any other woman in higher position and she managed to rea
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16. Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?
17. Where did you get support to reach this level?
18. In your view does culture play a positive role towards career attainment?
19. If yes explain the role it plays
20. If not explain the reasons why you think culture has not played much role
Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

21. Do you think more women could attain a career in Kabale district? What are the specific

means that women use to attain career in Kabale?

22. How do Bakiga women negotiate their career identity with career aspirations and their

professional growth
Objective four:
The challenges to professional women’s career attainment
23. What do you think could be done to enhance women’s attainment of a career
24. What can the government do to enhance professional women’s career attainment
Objective five: Strategies to professional women’s career attainment

25. Propose possible strategies to professional women'’s career attainment
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26. In your view is it easy for a mukiga woman to attain a career in different sectors?

27. If yes explain why
28. If not explain why

29. What do you recommend to Bakiga women in the process of career attainment and those

that are already in positions of responsibility about culture?

THANK YOU
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APPENDIX C: A FOCUS GROUP DISCUSSION GUIDE FOR STAFF OF KABALE

TECHNICAL INSTITUTE

TOPIC: CULTURE AND PROFESSIONAL WOM%’S CAREER ATTAINMENT IN

KABALE DITSRICT
FDG Interview Place FDG Interview Number of
articipants
Date Time g g
SECTION A: BASIC DATA
)
TOTAL GENDER POSITION UNIT OF | PERIOD STAYED THE
NUMBER  OF PLACEMENT UNIVERSITY

PARTICIPANTS
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OBJECTIVE ONE

i'I‘he key components of Kikiga Culture, that influence the professional lives of Bakiga women

What is your position in the university

. To your understanding can you tell me how you understand the meaning of culture?
.. What are the key components that you know which help us to define culture

b. Analyze the effect of these components to professional women’s career attainment

The effects

ii
1ii

v

............................................................................................................

5. Do you know about the culture of Bakiga people (Yes or no)
If yes briefly explain it in detail

If not, why haven’t you known it?
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6. What is the family structure (family set up) of the Bakiga tribe

1i

1ii

iv

7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
L o U
5 not explain
WY L

.........................................................................................................

8. According to Bakiga culture are women allowed to freely have education? Yes/No

9. Who is responsible for the career attainment of a girl child? Is it related to Bakiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education

career?
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| 11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.
OBJECTIVE TWO

To analyse how Kikiga culture influences professional women’s career attainment

30. Which dreams did you have in your early age with regard to career attainment being a

mukiga woman?
31. How did get to this level amidst cultural demands?

32. Do you know any other woman in higher position and she managed to reach this level.

33. Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors? '
34. Where did you get support to reach this level?
35. In your view does culture play a positive role towards career attainment?
36. If yes explain the role it plays
37. If not explain the reasons why you think culture has not played much role

Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

means that women use to attain career in Kabale?
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39. How do Bakiga women negotiate their career identity with career aspirations and their

professional growth
Objective four:
The challenges to professional women’s career attainment
40. What do you think could be done to enhance women’s attainment of a career
41. What can the government do to enhance professional women’s career attainment
Objective five: Strategies to professional women’s career attainment
42. Propose possible strategies to professional women’s career attainment

43. In your view is it easy for a mukiga woman to attain a career in different sectors?
44. If yes explain why

45. If not explain why

46. What do you recommend to Bakiga women in the process of career attainment and those

that are already in positions of responsibility about culture?

THANK YOU




APPENDIX D: A FOCUS GROUP DISCUSSION GUIDE FOR STAFF OF UGANDA

COLLEGE OF COMMERCE

CULTURE AND PROFESSIONAL WOMEN’S CAREER ATTAINMENT IN KABALE

DITSRICT
FDG Interview Place FDG Interview Number of
Dt e participants
SECTION A: BASIC DATA
TOTAL GENDER | POSITION | UNIT OF | PERIOD STAYED THE
NUMBER  OF PLACEMENT | UNIVERSITY

PARTICIPANTS
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OBJECTIVE ONE

The key components of Kikiga Culture, particularly those related to gender roles, family

structures, and educational values that influence the professional lives of Bakiga women

oy

What is your position in the university

2. To your understanding can you tell me how you understand the meaning of culture?

(9% ]

What are the key components that you know which help us to define culture

o

Analyze the effect of these components to professional women’s career attainment

The effects

ii

i

v

..........................................................................................................

5. Do you know about the culture of Bakiga people (Yes or no)

If yes briefly explain it in detail

If not, why haven’t you known it?




6. What is the family structure (family set up) of the Bakiga tribe

ii

iii

v

7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
110} PSPPSR PP S pags
If not explain
LT om0, R A R S R M A S BT e

.........................................................................................................

8. According to Bakiga culture are women allowed to freely have education? Yes/No

9. Who is responsible for the career attainment of a girl child? Is it related to Bakiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education

career?
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11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.
OBJECTIVE TWO

To analyse how Kikiga culture influences women’s professional career attainment

47. Which dreams did you have in your early age with regard to career attainment being a

Mukiga woman?
48. How did get to this level amidst cultural demands?
49. Do you know any other woman in higher position and she managed to reach this level.

50. Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?
51. Where did you get support to reach this level?
52. In your view does culture play a positive role towards career attainment?
53. If yes explain the role it plays
54. If not explain the reasons why you think culture has not played much role
Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

55. Do you think more women could attain a career in Kabale district? What are the specific

means that women use to attain career in Kabale?




56. How do Bakiga women negotiate their career identity with career aspirations and their

professional growth

Objective four:
The challenges to professional women’s career attainment

57. What do you think could be done to enhance women’s attainment of a career

58. What can the government do to enhance professional women’s career attainment
Objective five: Strategies to professional women’s career attainment

59. Propose possible strategies to professional women’s career attainment

60. In your view is it easy for a mukiga woman to attain a career in different sectors?

61. If yes explain why

62. If not explain why

63. What do you recommend to Bakiga women in the process of career attainment and those

that are already in positions of responsibility about culture?

THANK YOU
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APPENDIX E: AN INTERVIEW GUIDE FOR KABALE DISTRICT LOCAL

GOVERNMENT STAFF

TOPIC: CULTURE AND PROFESSIONAL WOMEN’S CAREER ATTAINMENT IN

KABALE DITSRICT

| FDG Interview Place FDG Interview | Number of
Date Time participants

SECTION A: BASIC DATA
TOTAL GENDER | POSITION | UNIT OF | PERIOD STAYED THE
NUMBER  OF PLACEMENT | UNIVERSITY

PARTICIPANTS

OBJECTIVE ONE

The key components of Bakiga Culture, particularly those related to gender roles, family

structures, and educational values that influence the professional lives of Bakiga women

226



1. What is your position at the district local government

o

To your understanding can you tell me how you explain the meaning of culture?
3. What are the key components that you know which help us to define culture
4. Analyze the effect of these components to professional women’s career attainment

The eftects

ii

il

v

5. Do you know about the culture of Bakiga people (Yes or no)

If yes briefly explain it in detail

[f not, why haven’t you known it?

6. What is the family structure (family set up) of the Bakiga tribe

ii
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iii

7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
3T PN
If not explain
I st v e e A S S S S S R SR A SRS SIS

8. According to Bakiga culture are women allowed to freely have education? Yes/No

9. Who is responsible for the career attainment of a girl child? Is it related to Bakiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education

career?

11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.

OBJECTIVE TWO

To analyse how Kikiga culture influences professional women’s career attainment
p

64. Which dreams did you have in your early age with regard to career attainment being a

mukiga woman?

65. How did get to this level amidst cultural demands?
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66. Do you know any other woman in higher position and she managed to reach this level.

67. Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?
68. Where did you get support to reach this level?
69. In your view does culture play a positive role towards career attainment?
70. If yes explain the role it plays
71. If not explain the reasons why you think culture has not played much role

Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

72. Do you think more women could attain a career in Kabale district? What are the specific

means that women use to attain career in Kabale?

73. How do Bakiga women negotiate their career identity with career aspirations and their

professional growth
Objective four:
The challenges to professional women’s career attainment
74. What do you think could be done to enhance women'’s attainment of a career

75. What can the government do to enhance professional women's career attainment —
5




Objective five: Strategies to professional women’s career attainment

76. Propose possible strategies to professional women’s career attainment

77. In your view is it easy for a mukiga woman to attain a career in different sectors?

78. If yes explain why

79. If not explain why

Objective 6: What do you recommend to Bakiga women in the process of career attainment

and those that are already in positions of responsibility about culture?

THANK YOU




APPENDIX F: AN IN-DEPTH INTERVIEW GUIDE FOR THE PROBATION OFFICERS

AT KABALE DISTRICT

;I'OPIC: CULTURE AND PROFESSIONAL WOMEN’S CAREER ATTAINMENT IN

KABALE DITSRICT

FDG Interview Place FDG Interview Number of

articipants
Date Time B E

i

SECTION A: BASIC DATA

TOTAL GENDER | POSITION UNIT OF | PERIOD STAYED THE

NUMBER  OF PLACEMENT | UNIVERSITY

PARTICIPANTS
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OBJECTIVE ONE

The key components of Kikiga Culture, particularly those related to gender roles, family ‘

structures, and educational values that influence the professional lives of Bakiga women

1. What is your role in the probation office with regard to professional women’s career

attainment
2. Explain the meaning of culture in your own understanding?
3. What are the key components that you know that help people define culture

4. Analyze the effect of these components to professional women’s career attainment

The effects

ii
iii
5. What do you know about the culture of Bakiga people (Yes or no)

6. What is the family structure (family set up) of the Bakiga tribe

i
iii

v

8
(9%}
o




7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
B s moscnons s s o B s B S S S S B S S S A S e Py S s R SR AT R A B e
If not explain
RN s YA o, e T SN S AT

.........................................................................................................

8. How does Bakiga culture facilitate women’s education?

9. Who is responsible for the career attainment of a girl child in Kabale District? Is it related

to Bakiga culture in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further or upgrade in

education career?

11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.

OBJECTIVE TWO

To analyse how Kikiga culture influences professional women’s career attainment

80. Which dreams did you have in your early age with regard to career attainment being a

mukiga woman?

81. How did get to this level amidst cultural demands?




83. Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?
84. Where did you get support to reach this level?
85. In your view does culture play a positive role towards career attainment?
86. If yes explain the role it plays
87. If not explain the reasons why you think culture has not played much role
Objective three:

How do women in Kabale District negotiate their Kikiga cultural identity with their

career aspirations and professional growth?

Do you think more women could attain a career in Kabale district? What are the specific means

that women use to attain career in Kabale?

88. How do Bakiga women negotiate their career identity with career aspirations and their
professional growth

Objective four:

How do Bakiga benefit when they attain a career

Objective 5:

The challenges to professional women’s career attainment
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What can the government do to enhance professional women’s career attainment?

Objective six: Strategies to professional women’s career attainment

90. Propose possible strategies to professional women’s career attainment

91. In your view is it easy for a mukiga woman to attain a career in different sectors?
92. If yes explain why

93. If not explain why

94. What do you recommend to Bakiga women in the process of career attainment and those

that are already in positions of responsibility about culture?

THANK YOU
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APPENDIX G: AN IN-DEPTH INTERVIEW GUIDE FOR HUMAN RIGHTS

OFFFICERS AT KABALE DISTRCT

TOPIC: CULTURE AND PROFESSIONAL WOMEN’S CAREER ATTAINMENT IN

KABALE DITSRICT

FDG Interview | Agency Interview Period Served | Position

Date Time

SECTION A: BASIC DATA

Date GENDER POSITION UNIT OF | PERIOD served

PLACEMENT

OBJECTIVE ONE

The key components of Kikiga Culture, particularly those related to gender roles, family

structures, and educational values that influence the professional lives of Bakiga women
1. What is your position in the human rights office of Kabale District

2. Explain the meaning of culture in your understanding?

3. What are the key components that you know which help us to define culture

80X 1410
4. Analyze the effect of these components to professional women’s career attainment
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The effects

i

iii

iv

5. Do you know about the culture of Bakiga people (Yes or no)

If yes briefly explain it in detail

If not, why haven’t you known it?

6. What is the family structure (family set up) of the Bakiga tribe

ii

iii

v

7. Does family set up influence professional women’s career attainment? Yes / No

If yes explain
BOW. e iitieit it s s s s en e s e e e e et
If not

........................................................................................
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8. According to Bakiga culture are women allowed to freely have education? Yes/No

9. Who is responsible for the career attainment of a girl child? Is it related to Bakiga culture

in any way? How and why?

10. How do Bakiga in your community perceive women /girl who further in education

career?

11. How did you thrive through the cultural attachment and at what level did you get

interrupted in your schooling because of culture norms.

OBJECTIVE TWO: To analyse how Kikiga culture influences professional women’s

career attainment

1. Which dreams did you have in your early age with regard to career attainment being a

mukiga woman?
2. How did get to this level amidst cultural demands?
Do you know any other woman in higher position and she managed to reach this level.

Do you think in relation to Kikiga culture, it is of any use for a woman to attain a career

and take a lead in some sectors?

Where did you get support to reach this level?

In your view does culture play a positive role towards career attainment?
If yes explain the role it plays

If not explain the reasons why you think culture has not played much role
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Objective three:

How do women in Kabale District negotiate their Kiki:ga cultural identity with their

career aspirations and professional growth?

9. Do you think more women could attain a career in Kabale district? What are the specific

means that women use to attain career in Kabale?

10. How do Bakiga women negotiate their career identity with career aspirations and their

professional growth

Objective four:
The challenges to professional women’s career attainment

11. What do you think could be done to enhance women'’s attainment of a career

12. What can the government do to enhance professional women’s career attainment
Objective five: Strategies to professional women’s career attainment

13. Propose possible strategies to professional women’s career attainment

14. In your view is it easy for a mukiga woman to attain a career in different sectors?

15. If yes explain why

16. If not explain why

17. What do you recommend to Bakiga women in the process of career attainment and those

that are already in positions of responsibility about culture?

THANK YOU
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APPENDIX H: REC APPROVAL LETTER

MBARARA UNIVERSITY OF SCIENCE AND TECHNOLOGY
RESEARCH ETHICS COMMITTEE

P.0. Box 1410, Mbarara, Uganda. Tel: +256 4854 33795, Fax: +256 4854 20782

Our Ref: MUIRC 1/7

MS Betty Mategeko N
PhD Student
MUST

Re: SUBMITTED PROTOCOL ON

Date: March 19, 2015

“INFLUENCE OF CULTURE ON WOMEN'S

RIGHTS IN UGANDA: A CASE STUDY OF KABALE DISTRICT.” 05/09-14

Reference is made to the above protocol which was resubmitted to the Research Ethics
Committee for reconsideration and approval.

It is noted that you have addressed all the concerns earlier raised by the Committee.

I am glad to inform you that your study has been approved for a period of one year up to

March 19, 2016.

The following documents have been approved with the application:

Document Language Version ]
Proposal English Version 2

Protocol form English Version 2

Data Collection tool | English Version 1

Consent form English Version Mar 15

You are required to register the study with Uganda National Council for Science and
Technology, and submit progress and end of study reports to MUST REC.,

You can now proceed with the rest of the research activities after getting permission

from Uganda National Council for Science and Technology.

I wisﬂou all the best.

RS

Assoc. Prof. Simon

CHAIR RESEARCH E]
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APPENDIX I: UGANDA NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

Uganda National Council for Science and Technology

(Established by Act of Purliament of the Republic of Upandai

Our Ref: S8 3776 24" August 2015

Betty Mategeko

MRC/UVRI Uganda Research Unit on AIDS
Uganda Virus Research Institule

Entebbe

Re: Research Approval: Bakiga Culture and women's right to tertiary education in Uganda: The
case study of Kabale District

| am pleased to inform you that on 05/05/2015, the Uganda National Council for Science and Technology (UNCST)

approved the above referenced research project. The Approval of the research project is for the period of 05/05/2015 to
05/05/2019.

Your research regisiraion number with the UNCST is SS 3776. Please, cite this number in all your future
correspondences with UNCST in respect of the above research project.

As Principal Investigator of the research project, you are respansible for fulfilling the following requirements of approvat

1. Al co-investigators must be kept informed of the status of the research.

2. Changes, amendments, and addenda 1o the research protocol or the consent form (where appiicable) must be

submitted to the designated local Insttutional Review Commitiee (IRC) or Lead Agency for re-review and approval

prier 10 the activation of the changes. UNCST must be notified of the approved changes within five working days.

3 For clinical trials, all serious adverse events must be reported promptly to the designated local IRC for raview with
copies to the National Drug Authority.

4. Jnanticipated problems invoiving risks to research subjects/participants or other must be reported promptiy o the
UNCST. New information that becomes available which could change the riskibenefit ratio must be submitied
promptly for UNCST review.

5. Only approved study procedures are to be implemented. The UNCST may conduct impromptu audlts of all study
records,

6. A progress report must be submitted eleclronically to UNCST within four weeks after every 12 months. Failure to do
so may rasult in termination of the research project.

_Below is a list of documents approved with this application:

| Document Title _Language o [ Version _ VersionDate |
1 | Research Proposal English NA ! June 2013
2 | Questionnaire ) English and Rukiga _[NA_ NA
3 | Interview Guide Englishand Rukiga | NIA N/A -
4 | Informed Consent documents | English and Rukiga NIA | March 2016
Yours sincerely,

Fellen N. gpck:l

for: Executive Secretary
UGANDA NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

ce Chair, Mbarara University of Science and Technology, Research Ethics Commiflee

LOCATION/CORRESPONDENCE COMMUNICATION
Plot 6 Kimera Read, Ntinda TEL: (256) 414 TU5500
P O. Box 6884 FAX: (256) 414-234579
KAMPALA, UGANDA EMAIL: infol@unest.go.ug

WEBSITE: http://www.uncst.go.ug
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