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ABSTRACT  
Purpose- Despite progress in achieving gender diversity on corporate boards, there is a growing recognition that mere representation of 
women does not guarantee their inclusion in terms of active participation and influencing board decisions. This research paper aimed at 
generating a substantive grounded theory that gives the meaning of inclusion in the boardroom and what  should be the ideal practice of 
inclusion on boards of public sector organizations in Uganda 
Methodology- A qualitative study was carried out applying a constructivist grounded theory approach. This approach acknowledges the 
researchers' introspection and involves interpretation of data. A purposive sampling method and snowball technique were used to obtain a 
sample of 16 female directors serving on boards of public sector organizations  in Uganda. Semi-structured interviews were used to obtain 
data. The collection of data and analysis were done concurrently using the coding method to analyze data and to enable a thematic analysis 
of the themes that define inclusion and the ideal practice of inclusion within boards.  
Findings- Findings indicate that inclusion means diversity, gender sensitivity, equal opportunity, exploiting potential, and adopting a board 
charter. On the other hand, the developed ideal practice of inclusion model had some themes similar to the meaning of inclusion. The themes 
included; Gender Sensitivity, Diverse competencies, Necessary skills, Inclusive behavior, Exploiting potential, and board charter. 
Conclusion- The original value of this paper lies in its exploration of the complementary relationship between gender diversity and inclusion 
on boards. Highlighting the importance of inclusion efforts to reap the benefits of gender diversity on boards. Additionally, by applying the 
constructivist grounded theory approach this paper provides practical guidance for organizations that strive to achieve gender diversity and 
inclusion on boards 
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1. INTRODUCTION   

The United Nations Sustainable Development  Goal (SDG)10 Promotes social, economic, and political inclusion of all, 
irrespective of status.  Similarly, SDG 5 considers the promotion of gender equality and ending all forms of discrimination 
against all women and girls everywhere (AUO, 2018). In line with the two goals, gender diversity on corporate boards has 
gained significant attention as a means to foster equality and harness the benefits of diverse perspectives(ILO, 2019). 
However, much attention has been paid to gender diversity (having women appointed on boards ) at the expense of inclusion 
on boards ( how women are engaged when they get on boards). The focus on gender diversity is vivid where developed 
countries such as Norway, Spain, and France have taken strong initiatives to increase the representation of female directors 
on corporate boards by implementing gender quotas (Seierstad et al, 2021). Elsewhere, organizations use national public 
policies to increase the number of women on boards(Klenk et al., 2022; Seierstad et al., 2015). Global and local networks are 
also used to influence women's access to boards(Verhoeven et al.,2022). The investors also influence women's appointment 
to boards (Nor et al. 2016). Corporate governance guidelines encourage appointing authorities to appoint women to boards 
(Hamdan et al., 2022).  

In Uganda, the context of interest for this study, The  Uganda Gender Policy  (2007)  promotes women's inclusion in social 
political, and economic governance activities. This is because women have historically been underrepresented in corporate 
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leadership roles and largely due to cultural norms(Nakawesi and Magezi, 2018). Consequently, public sector organizations 
have made efforts to increase the representation of women on boards through various initiatives and policies (Rahman et al., 
2023). Specifically, many public sector organizations have ensured that they have at least one-third of the board members 
being women (UNMA Act., 2012). Moreover, Uganda has the Equal Opportunities Commission (EOC) that monitors the 
progress of gender equality in different fields including education, political, economic, and social activities but does not pay 
attention to women on boards(The Equal Opportunities Commission, 2022). Uganda as a country, has  now seen an 
improvement in respect to the presence of women on boards of public entities and as such, has reduced gender imbalance 
The gender composition in governing boards question, therefore, appears to be progressively addressed. Nonetheless, 
another issue of concern that has emerged, relates to inclusion. In this regard, research shows that after women’s access to 
boards, the intentional inclusion of female directors in board decision-making is required otherwise, their presence may be 
just a gender yardstick that has no impact (Binti, et al., 2018). An ideal practice of inclusion entails women's voices not only 
being heard but also valued, and that their perspectives influence decision-making processes. Gender inclusion goes beyond 
simply having women present in board positions. Incidentally, the terms diversity and inclusion are often used 
interchangeably. Inclusion complements diversity and so, gender diversity is incomplete without inclusion, (Fredette et al, 
2016). “Diversity is being invited to the party; inclusion is being asked to dance” (Diligent Institute, 2022 p.2) Inclusion is 
feeling that you belong to a workgroup and that your uniqueness is appreciated (Chung et al., 2019)  

The available literature is scanty on women's inclusion on boards in Uganda. This provided an opportunity to undertake this 
research with a view of establishing, in the respondents’ own opinion,  What is the meaning of inclusion in the board context? 
what is the ideal practice of inclusion on boards? By addressing these research questions, this study provided insights into 
the process of inclusion within boards, shedding light on the necessary conditions and practices for creating an inclusive 
environment aimed at leveraging gender diversity on boards. 

2. LITERATURE REVIEW  

2.1. Theoretical Underpinning  

Social constructionism theory informed this study. The theory emphasizes that individuals and societies construct meaning 
through social interactions (Berger and Luckmann, 2016). These social constructs are not inherent or universal but are shaped 
and maintained through collective human interactions, cultural practices, and shared beliefs. The theory of social 
constructionism proposes that people collectively develop the meanings (denotations and connotations) of social constructs. 
This perspective recognizes that inclusion is socially constructed and varies across different contexts (Zhao, 2020). This study 
explored how inclusion is socially constructed on boards and how these constructions influence board dynamics and decision-
making processes. However, the theory does not explain how inclusion unfolds. Therefore, a constructivist grounded theory 
approach was applied. That approach enables the researcher to explore the meaning and practice of inclusion making it 
possible to uncover the process and to generate a substantive theory derived from the female directors’ experiences serving 
on boards of public sector organizations in Uganda.  

2.2. The Gender Diversity Drive on Boards  

For a considerable period, business leaders and policymakers have advocated for augmenting the presence of women on 
boards, emphasizing the importance of incorporating their unique perspectives into the decision-making process (World 
Bank, 2022; European Commission, 2019). Therefore, promoting the appointment of women on organizational boards is 
based on the business case that argues that women bring value to boards(Miholić, 2020; Martinez and Rambaud, 2019) and 
also the ethical case for women to be present as a way of promoting justice and equality (Seierstad, 2016). Gender diversity 
initiative on boards challenges the traditional gender stereotypes and biases about having women present on boards through 
legislation (Elomäki, 2018). The drive is influenced by multiple actors including micro, meso and micro levels of influence 
(Blommaert and Brink, 2020)  

The Organization for Economic Co-operation and Development  (OECD Factbook, 2019), the Institute of Directors South Africa 
(IoDSA)(KingVI, 2016), and the Commonwealth Association for Corporate Governance  (CACG, 1999)promote the 
appointment of women on boards. In Uganda, the Capital Markets Authority charter promotes the recruitment of women to 
Publicly listed companies(Kibirango, 2003) and also the  Institute of Corporate Governance in Uganda (ICGU) emphasizes 
recruitment with gender sensitivity on boards of both the public and private organizations (ICGU, 2008). Indeed, national 
policies have enabled the increase of female directors on boards (Hamdan et al., 2022; Seierstad et al., 2015) and also the 
global and local networks continue to influence women's access to boards(Verhoeven et al., 2022). Likewise, board ownership 
and board independence also drive the recruitment of women to boards to improve firm performance(Bozhinov et al., 2021) 

The European Commission (EC) encouraged member countries to increase the number of women on corporate boards 
through mandatory gender quotas(European Commission, 2021). Mandatory board quotas are taken seriously appointing 
females to comply and avoid penalties unlike voluntary efforts (Mensi-Klarbach and  Seierstad, 2020). Countries like Norway, 
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Spain, and France have aggressively promoted the inclusion of female directors by introducing gender quotas on 
boards(Seierstad, et al., 2021; Egon Zehnder, 2018; Choobineh, 2016) In the same spirit, Organizations in the United Kingdom 
and Sweden set a target number of female directors on boards (Haley et al., 2019). Likewise, practitioners and researchers 
advocate for a critical mass of at least 30 % female directors on boards as a means of promoting gender diversity (Ardito, et 
al., 2021; Godfrey, et al., 2020; Catalyst, 2020; Yang et al., 2019; Deloitte, 2018).  

The recent Deloitte  ( 2022) report indicates that progress towards global gender parity on boards is occurring, although at a 
slow pace. The global average of women on boards currently stands at slightly below 20% (19.7%), which represents an 
increase of only 2.8 percentage points since the previous report in 2019. Based on this trajectory, achieving gender parity is 
not expected until at least 2045, which is over twenty years from now. While the rate of change remains disappointingly slow, 
there has been a slight acceleration compared to Deloitte's 2019 report, which projected parity to be reached by 2052. This 
reduction of almost a decade suggests a marginally improved timeline, albeit still far from satisfactory. Research shows that 
more interventions must be exported to have more women recruited on boards (Gabaldon et al., 2016). 

According to a report by the African Development Bank, women hold a mere 12% of corporate board seats across the African 
continent. In 2015, Kenya had the highest representation of women on boards among African countries, with 19.8%, closely 
followed by Ghana with 17.7% and South Africa with 17.4%, and Uganda had 12%. (African Development Bank, 2015) 
However, by 2021, Kenya had made significant progress, with boardroom diversity increasing to 36% from 21% in 2017, as 
reported by the Board Diversity and Inclusion Survey(James, 2021).  The slow access of women to boards has fueled the 
continued focus on the gender diversity drive and not paying attention to inclusion. Likewise, in Uganda, the role of women 
on boards continues to be challenged by cultural norms(Muhoro, 2022; Nakawesi and Magezi, 2018) based on this, the study 
is significant in bridging the gap. Fostering inclusion amidst gender diversity on boards for the few women who access the 
boards. 

2.3. Meaning of Inclusion and Inclusion within Boards  

The terms diversity and inclusion are closely related and are often treated as interchangeable yet they carry different 
meanings. The relationship is that inclusion complements diversity by creating an inclusive environment and creating business 
value among diverse talents (Shore et al.,2017; Ferdman, 2014) Precisely, diversity means bringing together people of 
multiple identities and cultures to work together in a given setting while inclusion involves harnessing an abundance of ideas 
and perspectives from the diverse members in a beneficial way(Chang et al., 2019). Hence inclusion is grounded in what we 
do with diversity when we value and appreciate people because of and not due to their differences or their similarities(Hwang 
and Hopkins, 2015). In other words, inclusion involves acknowledgement and meaningfully utilizing an individual’s differences 
in the work environment (Ferdman, 2017). Its importance notwithstanding, boards have paid more attention to gender 
diversity at the expense of inclusion which aims at involving female directors and meaningfully exploit their potential within 
boards(Weck, et al., 2022). 

Furthermore, the micro-level psychological theory on societal gender beliefs has firmly established that within groups, 
women may not enjoy the same level of influence and status as men do, even when women hold positions of power and 
occupy roles akin to men (Bae, et al., 2017) The cultural norms and negative societal perceptions against women challenge 
their access to boards (Nakawesi and Magezi, 2018). These societal perceptions that challenge the role of women on boards 
have even penetrated the boardroom (Weck et al., 2022; Ouedraogo, 2018; Potter, 2018) Therefore, as boards strive to attain 
critical mass and avoid tokenism, the gendered beliefs and biases against women require interventions (Elomäki, 2018).  

Lack of intentional inclusion within boards is a potential hindrance to leveraging the benefits of gender diversity in Africa 
(Muhoro, 2022). Yet, minimal attention has been given to inclusion within boards.  It is in the organization setting where 
significant attention has been paid to the inclusion of diverse employees within workplace activities. Indeed such studies 
show that the concept of inclusion has attracted great attention from researchers and practitioners due to its positive stance 
in appreciating and valuing individual differences(Deloitte, 2019; Qi et al., 2019)Mor-Barak and her colleagues in the social 
work field were the first to systematically research inclusion in an organization (Mor-bracket al.,1998) Thereafter other 
researchers have endeavoured to clarify that inclusion is imperative, especially for those who have been historically excluded 
(Kabat-farr et al., 2020; Jansen, Otten and  Zee, 2016) They further indicate that being always the minority in official work 
engagement, women's visibility should be promoted through workgroup inclusion(McCluney, and  Caridad, 2018; Bae et al., 
2017)  

In addition,  literature revealed that embracing diversity along with inclusion reduces conflict and turnover(Mor Barak et al., 
2016; Welboumeet al., 2016). An inclusive climate ensures fair and unbiased treatment of workers (Le, and Johnson, 2020), 
and enhances the experience of belongingness and uniqueness (Chang et al., 2019). Companies that de-emphasize 
differences create an inclusive climate where minority members and vulnerable women feel valued(Hills, 2019)similarly, 
encouraging communication from diverse members improves relationships among staff and this leads to a climate that 
promotes inclusion and consequently enables psychological safety(Madrigal-Moreno, et al., 2020). Leveraging the potential 
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benefits of gender diversity requires shifting focus from just advocating for the presence of women on boards to paying more 
attention to female directors’ inclusion when they access the boards(Fredette et al., 2016). Whereas inclusion has been 
examined elsewhere, little is known about the inclusion of women within boards of public sector organizations in Uganda.  

Literature from Europe, Asia, and America, between 2016 and 2023 presented numerous studies on gender diversity on 
boards and many examined inclusion in the organizational context. This leaves a gap in the literature on inclusion in a broad 
context. In line with inclusion literature in Africa, studies focused on inclusion which means adding people into systems such 
as education( Kalanda, et al., 2021; Kalanda, et al., 2020). Inclusion of people with disability (Rohwerder, 2020). Financial 
inclusion (Okello et al., 2016) and Inclusive leadership in organizations (Bagorogozaet al., 2022). Likewise, existing research 
on organizational boards in Uganda focused on firm performance and the role of the boards (Tumwebaze et al., 2022; 
Nalukenge, 2020; Summit, 2018; Nkundabanyanga, 2016). There is a gap in the literature on inclusion within boards in Uganda 

3. DATA AND METHODOLOGY. 

3.1. Research Design 

The study conducted a qualitative research design applying the constructivist grounded theory methodology. Constructivist 
grounded theory is an approach to qualitative research that centres on crafting theories based on individuals' viewpoints and 
experiences. It recognizes reality as shaped by social constructs and personal subjectivity, highlighting the significance of 
researchers' introspection and involved interpretation of data. Through systematic data analysis and conceptualization, this 
method aims to extract insights that reflect the intricate array of participants' perspectives, culminating in the development 
of novel theories.(Charmaz, and Belgrave, 2019). Moreover, relativist ontology was applied to this study as it recognizes the 
role of subjective experiences, perceptions, and social contexts in shaping our understanding of the world. Likewise, 
constructivist epistemology was used. In constructivist epistemology, individuals are seen as active participants in the learning 
process, actively constructing meaning and understanding based on their prior knowledge and experiences. This approach 
adopts the systematic methods of coding and analyzing data (Glaser and Stauss, 1967) 

3.2. Population and Sample Size 

The research participants were female directors who have served for over two years on boards of public sector institutions 
in Uganda.  The Uganda Gender Policy, (2007)made it possible to have female directors appointed on those boards. The 
organizations involved in the study included the National Environment Management Authority, UMEME Uganda, Uganda 
Registration Services Bureau, National Social Security Fund, Petroleum Authority Uganda, National Planning Authority, 
Uganda Railways Corporation, National Drug Authority, New Vision Group, Housing Finance Bank, Uganda Bureau of 
Statistics, Uganda Fund Services, Mandela National Stadium, and Uganda National Meteorological Authority. Thirteen 
participants were interviewed physically in Kampala, one in Jinja, one via phone, and another via Zoom. All participants had 
extensive board experience, having served for more than two years, which provided them with valuable insights into the 
perceptions of female directors on boards. Education-wise, all participants were highly educated, with four holding PhDs, 
eleven having master's degrees, and only one possessing a bachelor's degree. Purposive sampling was employed, along with 
a snowballing technique, to gather a sample of 16 participants. The sample size was determined based on data saturation, 
ensuring that enough information was obtained. This means that no new insights emerged after a total of 16 participants 
(Georgieva and Allan, 2008). The participants provided informed consent and were assured of the confidentiality and privacy 
of their responses. 

3.3. Data Collection and Analysis 

The researchers utilized semi-structured interviews to guide the interview process.  Interviews were conducted until data 
saturation was reached. The researchers gathered in-depth insights into the experiences and perspectives of research 
participants. Data was collected and analysed concurrently. The applied inductive inquiry involves an interactive strategy 
where the research process involves cycles of data collection, analysis, and refinement of research questions or methods. 
This helped in understanding the social phenomena and constructing theories grounded in data (Charmaz, and  Belgrave, 
2011). Hence, the researchers employed a constant case comparative analysis method, a key aspect of grounded theory, to 
analyze the interview data. The process begins with open coding, identifying codes of the meaning and also the ideal practice 
of inclusion. Conducted axial coding to identify relationships between codes and to develop categories that capture the 
essence of the data. Engaged in selective coding to refine and integrate the categories and developed a model that explained 
the meaning of inclusion and a theoretical framework that explains the ideal practice of inclusion amidst diversity (Glaser and 
Stauss, 1967).  
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3.4. Study Credibility  

The researchers enhanced the credibility and trustworthiness of the findings. memos were incorporated to validate and 
complement the interview data. Further, to enhance the credibility of the research, member checking was done. This is where 
the emerging findings were shared with participants to ensure accuracy and obtain their feedback to be considered.  

3.5. Ethical Consideration 

The researchers complied with ethical guidelines and regulations. It was voluntary participation. The researchers obtained 
informed consent from participants. Participants were assured of anonymity and privacy of information shared and their 
identity  in the study was hidden, being identified as P1 up to P16.(P stands for Participant) 

4. FINDINGS AND DISCUSSIONS 

4.1.  Meaning of Inclusion within Boards 

The study intended to explore the meaning of inclusion within boards and also to establish the ideal practice of inclusion on 
boards. The main themes that emerged include; diversity, gender sensitivity, equal opportunity, board charter and exploiting 
potential. This section will be presented reflecting on the level of participants’ views on a certain theme where terms like 
Majority, all, and many will be applied to where 11 to 16 participants were part. Then 10- 6 participants' responses will have 
the terms several or on average applied and for those that had few participants  5- 1 the term a  few will be applied 

Diversity.  All the participants explained diversity as the meaning of inclusion and this emerged as the major category. They 
acknowledged that diversity is the situation of having people with diverse backgrounds being allowed to be part of the system 
so that no one is disadvantaged or left out. They affirmed that board work requires diverse resourceful people with the skills 
and capabilities needed. This was emphasized in the qualitative responses below; 

“Inclusion means, different dimensions of diversity; gender, disability, religion all those kinds of diversities. The different 
groups of special needs to be included in whatever it is”. (P6)   

“Inclusion means giving people the opportunity to be part, to participate or benefit from a particular group, committee, sector 
so that no one is disadvantaged or left out based on their unique or particular identities” (P12) 

Gender diversity. Whereas gender diversity is one of the dimensions of diversity, many participants singled it out as an 
important aspect of the meaning of inclusion to consider. They argued that boards have to consider both men and women 
among the needed diverse backgrounds and skills. They emphasized as below; 

I think inclusion is driven more by the gender line. If we may think aloud gender diversity should reflect in the elements of 
diversity required on boards. This is because financiers, civil society and governments are recognizing the issue of gender 
equality. So like the 1.5 points that were given to Makerere female students, there was a boost given. ( P5) 

Inclusion in boards means knowing gender numbers, how many are male or female if you are to diversify opportunities and if 
women are few, then get more females to join the board so that we have gender balance in terms of gender (P3).   

 
 

Exploiting Potential. Several participants attributed the meaning of inclusion to exploiting the potential. They emphasized 
that besides gender sensitivity, the presence of female directors should be leveraged by allowing women to exploit their 
potential, having women’s views presented without gender biases. Allowing all members to participate. They explained the 
meaning of inclusion within boards as follows: 

“ In my view, when boards are formed they have various entities and representation and the fact that a lady is chosen to be 
on the board is the first step for inclusion. Then being listened to when you are attending the board meetings is also another. 
It is taking your suggestions and submissions as a board member (P15).  

“Before we used to have many male-dominated boards whereby when there was an opportunity to select who to sit on the 
board the men were given priority, but because of the government policy of inclusion now the government entities even the 
private are taking it on themselves to ensure that there are women who are serving on boards. There is a  competent woman. 
However, inclusion is not about getting any women and putting them on the boards. The board gets a competent woman able 
to serve, deliberate and make positive contributions to the affairs of the board (P4)  

A few participants also attributed the meaning of inclusion to giving equal opportunities, ensuring the adoption of policies to 
enable equal treatment and participation. this was emphasised; 

Memo It is never considered inclusion without paying attention to having women as part of the board processes. 
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(Inclusion within a board context refers more or less to the same equal opportunity for as long as you have the qualifications 
for that position. You should be given an equal chance and nobody should be biased because of your gender”  (P9) 

“To ensure that the special interest groups are included, represented in a fair and just manner in the board context and are 
recognized and they are treated equally just like everyone else on the board(“P6).  

Board Charter. Several participants also acknowledged that inclusion within boards means adopting the board charter. being 
accountable for the decisions and what is taking place. They also remarked that some board charters support having female 
directors while others do not.  Diversity emerged as the main theme among other themes as generated in Table 1 below; 

Table 1: Selective Coding/Cross Coding Form A Cross-Case Comparative Analysis 
 

Core categories Sub Categories Respondents Rating% Selected code Main Theme 

Board charter  
a) Guidelines 2/16 12.5 

b)18.7   
b) Policies  3/16 18.7 

Diversity 
c) Diverse skills 7/16 43.7 

c) 43.7 Diversity 
d) Diverse background 5/16 31.2 

Gender 
sensitivity 

e) Gender balance 6/16 37.5 
e) 37.5   

f) Appointing women 5/16 31.2 

Equal 
opportunity 

g) Equity 5/16 31.2 
g)31.2   

h) Fair representation 2/16 12.5 

Exploiting 
potential 

i) Participating 6/16 37.5 
i)37.5   

j) Contribution 5/16 31.2 

 
 
Figure 1: Graphical Representation of Themes Derived from the Cross-Case Comparative Analysis 
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Figure 2: The  Meaning of Inclusion on Boards Model 

 

The emergent model explaining the meaning of inclusion from the experiences of the 16 participants in this study is 
represented a system, organized around the core category of Diversity (diverse skills and diverse backgroind) . The circle 
around  the core category signifies  that there is a combination of other constructs that inform the core category and the core 
category embodies the main narrative of the meaning of inclusion. In this model  diversity is embedded in several contextual  
inputs which flow into the core, interact with it in a mutual impact, and flow out again as actions and consequences  indicated 
by double arrows.(Strauss and  Corbin, 1998). The inputs in this model are Board Charter,( policies, guidelines), Gender 
Sensitivity ( Appointed women, Gender balance), Equal Opportunity ( Equity, Fair representation), Exploiting Potential ( 
Participating, Contributing)  

Therefore, the grounded theory statement for the meaning of inclusion on boards is “The process of recruiting diverse 
members on the boards based on the policies in place, being gender sensitive and giving equal opportunities of participation 
in the board discussions and exploiting the potential of all board members”.  

4.2.  Ideal Practices of Inclusion on Boards 

For this, some concepts overlapped with those of the meaning of inclusion. The participants acknowledged that the ideal 
practice of inclusion would be considering the diverse representation of competencies but emphasised being gender sensitive 
amidst diversity. This position also appeared in the meaning of inclusion earlier presented.  

Gender sensitivity. The qualitative responses alluded  to the sensitivity of  gender diversity as below; 

It is now a requirement, just take the recent example of the National Social Security Fund NSSF board. The parliament rejected 
to pass a board that was composed of only men. It is now a policy when a board is set up they will state that at least two 
should be women (P4)  

There should be deliberate policies for inclusion within organizations, having clauses or provisions for the inclusion of women 
(P6).  

Inclusion is practised fairly when there are both men and women on boards. Years ago there used to be only men but I believe 
these days women are also part of the board (P8 )  
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Necessary skills. Whereas gender diversity was noted as an ideal inclusion practice, the majority of the participants made 
further explanations that it is not all about having female directors present on the boards. They must be eligible for board 
governance. Having the necessary skills, they acknowledged that; 

Before we are appointed we must have the required qualifications and we should also not sit back. We should sell ourselves, 
these days there are many platforms where we can sell our skills and ambitions so that we can be seen. We can use 
professional associations, social media, LinkedIn, and Facebook so that we are seen. It is up to us now to fight for ourselves to 
be sought after ( P9) 

I belong to one association of females on boards and we were founded through the Federation of Uganda Employers it is 
something that came from Norway they took stock in the 80s and they realized there is a way women would competently 
serve on boards. They had to be intentional about getting women who are credible to boards because they had the mandate 
all of them had to have a certain number of women on boards. They were not finding them so they took that federation of 
their employers and it started the training. They also came here in Uganda and we were the first African county to be trained. 
So it is not just to get the gender quota or a woman sitting in but the equipped person. Where they are chosen on merit you 
really see it is helpful and actually there may be research, maybe we do not have a lot of it here and you are going to contribute 
to this. You are going to open the doors then we are going to come in and start building on it (P5) 

On this board that I serve, we are a bit many in relation to other boards that I know. You inevitably find yourself in some 
position of responsibility. It depends a lot again on your qualifications for example in finance you are put on a committee to 
chair and it doesn’t matter whether you are male or female as long as you have qualifications (P7) 

Board Charter. Several participants also asserted that the board charter should determine the ideal practice of inclusion. Spell 
out the composition and running of the board affairs. This was also echoed in the meaning of inclusion. They explained that: 

Every institution has policies like human resource policies, and the board charter and so the original structure ensures that 
when the board is being nominated that they will include people from both genders and balanced people with experiences 
(P10)  

There should be deliberate policies for inclusion within organizations. Some of the boards I have served on are government 
parastatals so they are set up by acts of parliament. Under those acts, there are clauses or provisions for inclusion and gender 
balance. So that is one way of addressing inclusion within boards. But there are those boards where it is silent, the policies 
and the board charters, procedures and practice don’t mention inclusion and gender balance (P6) 

İnclusive Behavior.  Many participants also emphasized that it is not all about the board charter and gender diversity for the 
ideal practice of inclusion on boards, but it is ensuring and influencing inclusiveness. Enabling all the diverse members on the 
board to contribute and arrive at decisions that take into account everybody’s perspective. Promotining a board culture that 
respects every one.  Being listened to, making a contribution and taking their suggestions. They emphasized as below;  

“The aspect of the role of the chairperson is important, how to ensure everyone is on board. The general rapport between and 
among board members and how to manage (P16) 

“Being able to have everybody participate in the decision-making. By expressing themselves first of all and arriving at a 
decision which takes into account everybody’s perspectives or views P3 

Psychological safety. Finally, a few participants highlighted the issue of providing psychological safety for women. This was to 
help them express their views without fear of being rejected or frustrated. They stated that; 

“Enabling women to feel comfortable sharing their views without worrying about trashing them (P6) 
“Boards to ensure the promotion of psychological safety for the women, believing that they are unique and have creative 
ideas to bring to the table  (P1) 
The findings are presented in the table, figures and model  presented next 
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Table 2: Selective Coding/Cross Coding Form A Cross-Case Comparative Analysis 

Core categories Sub Categories Respondents Rating% Selected code Theme/concept 

Gender Sensitivity 
a) Gender balance 4/16 25.0 b) 37.5   

b) Gender equity  6/16 37.5     

Diverse Competencies 
c) Diverse responsibilities 2/16 12.5 d) 31.2   

d) Diverse Skills 5/16 31.2     

Necessary skills 

e) Qualifications 7/16 43.7 e) 43.7   

f) Trained Women 4/16 25.0     

g) Expertise 3/16 18.7     

Inclusive behaviour  
h) Board chairperson  5/16 31.2 h) 31.2   

i) Inclusive board culture 2/16 12.5     

Exploiting potential 
j) Contribution 11/16 68.7 j) 68.7 Exploiting potential 

k) Psychological safety 2/16 12.5     

Board charter  
l) Inclusive policies 4/16 25.0 i) 25   

m) Inclusive guidelines  2/16 12.5     

 
The table shows analysis results  , the core categories were formed from the subcategories and these emerged from open 
coding which is not reflected (because they are too many words/phrases). In each subcategory the number of respondents 
was noted giving a perceptage of the mention of that particular theme. The selected coding colum shows the sub theme that 
had more mentions and they are bolded. Overall exploiting potential emerged as the core theme in it, contribution sub 
category had the highest number of respondents. 
 
Figure 3: Graphical Representation of Themes Derived from the Cross-Case Comparative Analysis 
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Figure  4:  The  Model of Ideal Inclusion for Boards   

 

The emergent model explaining the ideal practice of inclusion from the experiences of the 16 participants in this study is 
represented as a process, beginning with a board charter that prescribes the board's inclusion direction, these influence 
gender sensitivity, appointing board members with the necessary skills and ensuring diverse representation of competencies. 
Having achieved that, the board further promotes inclusive behaviours which may not appear in the board charter. These are  
incusive behaviors and actios by the board chairpersons and an inclusive board culture. These end up enabling the board to 
exploit their potential.  By embracing the process of ideal inclusion practices, boards can effectively leverage the full potential 
of their diverse members, ultimately leading to more effective and well-informed decision-making processes. 

5. CONCLUSION AND IMPLICATIONS 

The research intended to achieve two objectives one,  to explore the meaning of inclusion in the board context and two, to 
understand the ideal practice of inclusion of female directors within boards. The conclusions and implications are presented 
and implications are identified in line with the research questions, literature review and the generated grounded theory. 

The generated theory of the meaning of inclusion was  “The process of recruiting diverse members on the boards based on 
the policies in place, being gender sensitive and giving equal opportunities of participation in the board discussions and to 
exploit the potential of all board members” This process is in line with other studies that defined inclusion in the 
organizational context. Chung et al.(2019) assert that inclusion means creating an inclusive environment for all members 
including the marginalized groups enabling them to feel belongingness and uniqueness. It also echoes the resource 
dependence theory that brings out the board's role of connecting the organization to the external environment explained by 
(Orazalin, and Baydauletov, 2020) However the generated meaning emphasizes gender sensitivity and exploiting the 
potential. 

Understanding the ideal practice of inclusion gave rise to a grounded theory stating that “When boards prioritize diverse 
competencies, gender sensitivity, necessary skills, and foster inclusive behaviours under an inclusive leadership, it creates an 
environment conducive to exploiting the full potential of board members. By recognizing and leveraging the unique skills, 
perspectives, and experiences of board members, boards can enhance decision-making, drive innovation, and achieve better 
outcomes. This synergy of elements fosters a dynamic and inclusive board that maximizes the contributions and potential of 
each board member, leading to improved board effectiveness and organizational success”. This is in line with Chang et al.  
(2019)who argue that inclusion involves harnessing an abundance of ideas and perspectives from diverse members 
beneficially. However, the developed theory brings in the element of inclusive leadership and driving innovation. 

Diversity, gender sensitivity and exploiting potential were identified in both research questions. Embracing diversity onboards 
is in line with extant literature that has promoted the diversity of backgrounds, professions, skills and expertise for best 
corporate governance practices (Egon Zehnder, 2018; Hughes, et al., 2017)  Gender sensitivity as a theme for the meaning 
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and ideal practice of inclusion resounds in the studies that show aggressive promotion of gender diversity through affirmative 
action and legislation (Kolev, and McNamara, 2020; Knippen, et al., 2019; European Commission, 2021; Credit Suisse Group, 
2022) Similarly,  Brieger et al. (2019) constructed a framework for promoting board gender diversity that elucidates the 
mechanisms through which action resources, emancipative values, and civic entitlements empower, inspire, and support 
women in assuming leadership positions on corporate boards.s 

Exploring potential as the meaning and also the ideal practice of inclusion was explained as being able to participate and 
contribute to decisions, promoting an inclusive environment and appreciating uniqueness. This is also in line with studies that 
have concluded that diversity is incomplete without inclusion(Fredette et al., 2016). Similarly, Kuzmina and Melentyeva, 
2021)affirm that female directors exploit their potential and that an increased representation of women on corporate boards 
yields significant positive impacts on buy-and-hold returns  Participants also acknowledged that inclusion is influenced by the 
board’s charters. This showed that it is important to incorporate inclusive practices within the board charter because it’s the 
instrument of operation. This is in line with the Organization for Economic Co-operation and Development(OECD Factbook, 
2019)), the Institute of Directors South Africa (KingVI, 2016) the Commonwealth Association for Corporate Governance(CACG, 
1999) and the Capital Markets Authority in Uganda which encouragement to adhere to the corporate governance principles 
and guidelines.  

Psychological safety as a means of ideal inclusion on boards is echoed in the studies that highlight the importance of 
psychological safety for members working together (Qian, et al., 2020; Zhao, 2020; Markoczyet al., 2020) Furthermore, the 
extension of diversity meaning to participation and psychological safety is in line with, Le and Johnson, (2020) who assert that 
inclusion focuses more broadly on the engagement of whole selves and learning from divergent perspectives it involves 
employee equitable practices, integration of differences and inclusion in decision making(Nishii, 2013). Necessary skills as a 
means of ideal inclusion practice showed that it was important to ensure that the recruited women have the necessary board 
competencies, they are trained and qualified. This is in line with studies that argue that women to be recruited on boards 
should be credible for board services(Gullet al., 2018). In the same spirit Avolio, et al., (2023) Confirmed that female directors 
believe in training and development, professional expertise, self-reflection, mindset, adaptability, networking, effective 
communication, empathy, diligence, critical decision-making abilities, interpersonal skills, support systems, and a strong 
sense of passion towards their work. Limited understanding and training and the absence of operational guidelines affect the 
effectiveness of the board(Mijumbi et al., 2023) 

Promoting an inclusive environment was also highlighted as an ideal practice of inclusion. This is in line with past studies that 
affirmed that an inclusive climate is creating an environment of feelings of safety, respect, support, value, trust, fulfilment,  
engagement, and authenticity within the organizations(Shore et al., 2017; Ferdman, 2014). Other studies concluded that 
inclusive leadership in organizations promotes member identification and better performance (Randel et al., 2018) promotes 
innovative behaviour(Javed et al., 2020) enforces set values  (Kuknor, and Bhattacharya, 2020) encourages participation in 
decision-making (Minehart  et al.,2020; D’Aunno et al., 2017)  

In conclusion, this study established that inclusion within boards means appointing diverse members on the boards based on 
the policies in place, being gender sensitive and giving equal opportunities for participation in the board discussions thus, 
enabling exploiting the potential of all board members. On the other hand ideal inclusion unfolded as developing board 
charters that stipulate inclusive guidelines and inclusive policies. To be gender sensitive involves ensuring gender balance and 
gender equity; to recruit women who have the required skills including; qualifications and training experience on board 
matters. To leverage the potential of all board members an inclusive climate must exist being influenced by the board 
chairpersons and an inclusive board culture for members to exploit their full potential while experiencing psychological safety 
and contributing to board discussions. The meaning of inclusion almost had the same core themes as those of ideal inclusion 
except necessary skills and inclusive behaviour were over-emphasized in the ideal practice of inclusion. This showed how 
diversity is incomplete without inclusion. 

This study highlights the importance of promoting inclusion amidst diversity on boards. By promoting inclusion, boards can 
create a more equitable and effective board environment that not only benefits the individuals involved but also contributes 
to the overall success and sustainability of the organization. Organizations need to recognize the value of gender diversity 
while considering the other diversity dimensions on boards and actively work towards fostering an inclusive environment 
that allows all board members to thrive and contribute their unique insights, ultimately driving organizational growth and 
success. Boards should have intentional initiatives to promote an inclusive environment for women on boards. 

ACKNOWLEDGEMENTS 

This research was not funded but I acknowledge the participants for their commitment and collaboration thereby contributing 
to this research study validation. 

 



Research Journal of Business and Management- RJBM (2023), 10(3), 69-84                                  Namuddu, Nabasirye, Langmia 
 

 
____________________________________________________________________________________________________ 

 DOI: 10.17261/Pressacademia.2023.1824                                        80 

 

REFERENCES  

Ardito, L., Dangelico, R. M., & Messeni Petruzzelli, A. (2021). The link between female representation in the boards of directors and 
corporate social responsibility: Evidence from B corps. Corporate Social Responsibility and Environmental Management, 28(2), 704–720. 
https://doi.org/10.1002/csr.2082 

AUO. (2018). Sustainable Development Goals. Secondary sustainable development goals. Australian Urban Observatory. Retrieved from 
available: https://www.un.org/sustainabledevelopment/health/ 

Avolio, B., Pretell, C., & Valcazar, E. (2023). Women on corporate boards in a predominantly male-dominated society: the case of Peru. 
Gender in Management, 38(1), 93–110. https://doi.org/10.1108/GM-11-2021-0343 

Bae, K. Bin, Sabharwal, M., Smith, A. E., & Berman, E. (2017). Does Demographic Dissimilarity Matter for Perceived Inclusion ? Evidence 
From Public Sector Employees, 4–22. https://doi.org/10.1177/0734371X16671367 

Bagorogoza, J. K., Kabagabe, J. B., Lakot, L., & Nasiima, S. (2022). Inclusive leadership and innovative Behaviour : The mediating role of 
employee perceptions to inclusion in the Energy Sector in Uganda. Orsea …, 12(1), 96–114. Retrieved from 
https://journals.udsm.ac.tz/index.php/orsea/article/view/4991 

Berger, P., & Luckmann, T. (2016). The social construction of reality. Social Theory Re-Wired: New Connections to Classical and 
Contemporary Perspectives: Second Edition, 110–122. https://doi.org/10.4324/9781315775357 

Binti, N., Ahmad, J., Rashid, A., & Gow, J. (2018). Corporate board gender diversity and corporate social responsibility reporting in Malaysia. 
Gender, Technology and Development, 22(2), 87–108. https://doi.org/10.1080/09718524.2018.1496671 

Blommaert, L., & Brink, M. Van Den. (2020). Gender Equality in Appointments of Board Members : The Role of Multiple Actors and their 
Dynamics, 17, 633–647. https://doi.org/10.1111/emre.12381 

Bozhinov, V., Joecks, J., & Scharfenkamp, K. (2021). Gender spillovers from supervisory boards to management boards, (January), 1317–
1331. https://doi.org/10.1002/mde.3311 

Brieger, S. A., Francoeur, C., Welzel, C., & Ben-Amar, W. (2019). Empowering Women: The Role of Emancipative Forces in Board Gender 
Diversity. Journal of Business Ethics, 155(2), 495–511. https://doi.org/10.1007/s10551-017-3489-3 

CACG. (1999). CACG Guidelines Principles for Corporate Governance in the Commonwealth. Retrieved from 
https://old.ecseonline.com/PDF/CACG Guidelines - Principles for Corporate Governance in the Commonwealth.pdf 

Catalyst. (2020). Why Diversity and Inclusion Matter: Quick Take | Catalyst. Retrieved from https://www.catalyst.org/research/why-
diversity-and-inclusion-matter/ 

Chang, E. H., Milkman, K. L., Chugh, D., & Akinola, M. (2019). Diversity thresholds: How social norms, visibility, and scrutiny relate to group 
composition. Academy of Management Journal, 62(1), 144–171. https://doi.org/10.5465/amj.2017.0440 

Charmaz, K., & Belgrave, L. L. (2011). Grounded Theory Grounded Theory. Sociology The Journal Of The British Sociological Association, 
12(2007), 4–8. Retrieved from 
https://books.google.ca/books?hl=en&lr=&id=lv0aCAAAQBAJ&oi=fnd&pg=PA53&dq=grounded+theory&ots=eOINhAlnQC&sig=0CWXjMTlZ
vE2wxyM3IGP3orf6aI 

Charmaz, K., & Belgrave, L. L. (2019). Thinking About Data With Grounded Theory. Qualitative Inquiry, 25(8), 743–753. 
https://doi.org/10.1177/1077800418809455 

Choobineh, N. (2016). Gender Quotas for Corporate Boards : A Holistic Analysis. Retrieved from 
https://repository.upenn.edu/joseph_wharton_scholars?utm_source=repository.upenn.edu%2Fjoseph_wharton_scholars%2F21&utm_me
dium=PDF&utm_campaign=PDFCoverPages 

Chung, B. G., Ehrhart, K. H., Shore, L. M., Randel, A. E., Dean, M. A., & Kedharnath, U. (2019). Work Group Inclusion : Test of a Scale and 
Model. https://doi.org/10.1177/1059601119839858 

Credit Suisse Group. (2022). Annual Report 2021 - Credit Suisse Group. Credit Suisse Group. Retrieved from 
https://www.google.com/search?q=credit+suisse+2022+annual+report&rlz=1C1CHBD_enES824UG825&oq=credit+suisse+2022&aqs=chro
me.1.69i57j0i512l8.30240j0j7&sourceid=chrome&ie=UTF-8 

D’Aunno, T., Alexander, J. A., & Jiang, L. (2017). Creating value for participants in multistakeholder alliances: The shifting importance of 
leadership and collaborative decision-making over time. Health Care Management Review, 42(2), 100–111. 
https://doi.org/10.1097/HMR.0000000000000098 

Delloitte. (2022). Women in the boardroom , 2022 update. Retrieved from 
https://www.google.com/search?q=deloitte+2022+women+on+boards+pdf&rlz=1C1CHBD_enES824UG825&oq=&aqs=chrome.2.69i60j69i
57j69i59j0i67i433i650j0i67i650j46i175i199i512j69i60l2.8203j0j7&sourceid=chrome&ie=UTF-8 

Deloitte. (2018). Missing Pieces Report: The 2018 Board Diversity Census of Women and Minorities on Fortune 500 Boards alliance for 
board diversity. Retrieved from www.theabd.org. 



Research Journal of Business and Management- RJBM (2023), 10(3), 69-84                                  Namuddu, Nabasirye, Langmia 
 

 
____________________________________________________________________________________________________ 

 DOI: 10.17261/Pressacademia.2023.1824                                        81 

 

Deloitte. (2019). The inclusion imperative for boards Redefining board responsibilities to support organizational inclusion. Retrieved from 
www2.deloitte.com/us/en/insights/topics/value-of-diversity-and-inclusion/redefining-board-responsibilities-to-support-organizational-
inclusion.html 

DiligentInstitute. (2022). A Few Good Women: Gender and Leadership in the Boardroom. Retrieved from 
https://www.diligentinstitute.com/research/board-diversity-gaps/ 

Egon Zehnder. (2018). Who ’ s Really on Board ? Global Board Diversity Tracker. Retrieved from https://www.egonzehnder.com/press-
release/egon-zehnder-reports-double-digit-global-growth-for-2018 

Elomäki, A. (2018). Gender Quotas for Corporate Boards : Depoliticizing Gender and the Economy Gender Quotas for Corporate Boards : 
Depoliticizing Gender and the Economy. NORA - Nordic Journal of Feminist and Gender Research, 8740, 1–16. 
https://doi.org/10.1080/08038740.2017.1388282 

European Commision. (2021). Gender diversity index of women on boards. Retrieved from https://europeanwomenonboards.eu/wp-
content/uploads/2022/01/2021-Gender-Diversity-Index.pdf 

EuropeanComission. (2019). 2019 Report on between women and men in the EU. https://doi.org/10.2838/776419 

Ferdman, B. M. (2014). Frameworks for Understanding Inclusion The Practice of Inclusion in Diverse Organizations. Diversity at Work: The 
Practice of Inclusion. https://doi.org/https://doi.org/10.1002/9781118764282.ch1 

Ferdman, B. M. (2017). Paradoxes of Inclusion: Understanding and Managing the Tensions of Diversity and Multiculturalism. Journal of 
Applied Behavioral Science, 53(2), 235–263. https://doi.org/10.1177/0021886317702608 

Fredette, C., Bradshaw, P., & Krause, H. (2016). From Diversity to Inclusion : A Multimethod Study of Diverse Governing Groups. 
https://doi.org/10.1177/0899764015599456 

Gabaldon, P., Anca, C. De, Cabo, R. M. De, & Gimeno, R. (2016). Searching for Women on Boards : An Analysis from the Supply and Demand 
Perspective, 24(3), 371–385. https://doi.org/10.1111/corg.12141 

Georgieva, S., & Allan, G. (2008). Best Practices in Project Management Through a Grounded Theory Lens, 6(1), 43–52. Retrieved from 
https://academic-publishing.org/index.php/ejbrm/article/view/1223 

Glaser, B., & Stauss, A. (1967). The Discovery of Grounded Theory (Vol. 6). Library of Congress Catalog Number 66-28314. Retrieved from 
http://www.sxf.uevora.pt/wp-content/uploads/2013/03/Glaser_1967.pdf 

Godfrey, C., Hoepner, A. G. F., & Lin, M. (2020). Women on boards and corporate social irresponsibility : evidence from a Granger style 
reverse causality minimisation procedure. The European Journal of Finance, 0(0), 1–27. https://doi.org/10.1080/1351847X.2020.1841664 

Gull, A. A., Nekhili, M., Nagati, H., & Chtioui, T. (2018). Beyond gender diversity: How specific attributes of female directors affect earnings 
management. British Accounting Review, 50(3), 255–274. https://doi.org/10.1016/j.bar.2017.09.001 

Haley, U. C. V., Haley, G. T., & Markova, G. (2019). Getting on Board : A Critical Analysis of Women on International Corporate Boards C 
ALENDAR. https://doi.org/10.1002/bl.30142 

Hamdan, R., Nasrallah, N., Khoury, R. El, & Hamdan, A. (2022). Presence of women on boards in industrial firms : evidence from GCC 
countries financial markets. International Journal of Management Science and Engineering Management, 17(1), 37–48. 
https://doi.org/10.1080/17509653.2021.1985644 

Hills, J. (2019). Inclusion: how an understanding of neuroscience enhances your gender initiatives. Development and Learning in 
Organizations, 33(4), 20–23. https://doi.org/10.1108/DLO-07-2018-0082 

Hughes, M. M., Paxton, P., & Krook, M. L. (2017). Gender Quotas for Legislatures and Corporate Boards. Annual Review of Sociology, 43(1), 
331–352. https://doi.org/10.1146/annurev-soc-060116-053324 

Hwang, J., & Hopkins, K. M. (2015). Children and Youth Services Review A structural equation model of the effects of diversity 
characteristics and inclusion on organizational outcomes in the child welfare workforce. Children and Youth Services Review, 50, 44–52. 
https://doi.org/10.1016/j.childyouth.2015.01.012 

ICGU. (2008). Institute of Corporate Governance of Uganda (2008), “Corporate Governance Manual: Incorporating Recommended 
Guidelines for Uganda. ICGU”, Kampala, Uganda. Retrieved from https://icgu.org/# 

ILO. (2019). The business case for change.Women in Business and Managemnt. International Labour Organization (ILO). Retrieved from 
https://www.ilo.org/global/publications/books/WCMS_700953/lang--en/index.htm 

Jansen, W. S., Otten, S., & Zee, K. I. Van Der. (2016). Being different at work : How gender dissimilarity relates to social inclusion and 
absenteeism. https://doi.org/10.1177/1368430215625783 

Javed, B., Fatima, T., Khan, A. K., & Bashir, S. (2020). Impact of Inclusive Leadership on Innovative Work Behavior: The Role of Creative Self-
Efficacy. Journal of Creative Behavior, 0, 1–14. https://doi.org/10.1002/jocb.487 

Kabat-farr, D., Settles, I. H., & Cortina, L. M. (2020). Selective incivility : an insidious form of discrimination in organizations, 39(3), 253–260. 
https://doi.org/10.1108/EDI-09-2019-0239 



Research Journal of Business and Management- RJBM (2023), 10(3), 69-84                                  Namuddu, Nabasirye, Langmia 
 

 
____________________________________________________________________________________________________ 

 DOI: 10.17261/Pressacademia.2023.1824                                        82 

 

Kalanda, D. E., Likoye, M. F., & Otiende, E. J. (2021). Systemic Legislation a Stimulation for Meaningful Inclusion of Work-Integrated 
Learning in Higher Education Curricula in Uganda. IOSR Journal of Research &Methods in Education, 11(1 Ser. III), 24–38. 
https://doi.org/10.9790/7388-1101032438 

Kalanda, E. D., Malenya, F. L., & Otiende, E. J. (2020). An Exploration of Students Workplace Learning Placements Practice of Universities in 
Uganda. International Journal of Research and Innovation in Social Science, 04(11), 203–211. https://doi.org/10.47772/ijriss.2020.41103 

Kibirango, L. (2003). The capital markets corporate governance guidelines s. Retrieved from 
https://cmauganda.co.ug/regulation/laws/guidelines/ 

KingVI. (2016). Report on corporate governance for South Africa 2016. King IV Report on Corporate Governance for South Africa. Retrieved 
from https://www.adams.africa/wp-content/uploads/2016/11/King-IV-Report.pdf 

Klenk, T., Antonowicz, D., Geschwind, L., Pinheiro, R., & Geschwind, L. (2022). Policy Reviews in Higher Education Taking women on boards : 
a comparative analysis of public policies in higher education. https://doi.org/10.1080/23322969.2022.2066014 

Knippen, J. M., Shen, W., & Zhu, Q. (2019). Limited progress? The effect of external pressure for board gender diversity on the increase of 
female directors. Strategic Management Journal, 40(7), 1123–1150. https://doi.org/10.1002/smj.3014 

Kolev, K. D., & McNamara, G. (2020). Board demography and divestitures: The impact of gender and racial diversity on divestiture rate and 
divestiture returns. Long Range Planning, 53(2), 101881. https://doi.org/10.1016/j.lrp.2019.05.001 

Kuknor, S., & Bhattacharya, S. (2020). Exploring organizational inclusion and inclusive leadership in Indian companies. European Business 
Review. https://doi.org/10.1108/EBR-04-2020-0089 

Kuzmina, O., & Melentyeva, V. (2021). Gender Diversity in Corporate, (21). Retrieved from file:///C:/Users/user/Downloads/SSRN-
id3805617.pdf 

Le, H., & Johnson, C. P. (2020). Organizational justice and climate for inclusion inclusion. https://doi.org/10.1108/PR-10-2019-0546 

Madrigal-moreno, F., Madrigal-moreno, S., & Montoya-robles, M. D. J. (2020). Communication as a Key Element in the Labor Inclusion of 
Mexican Millennials, 10(2), 15–20. 

Markoczy, L., Sun, S. L., & Zhu, J. (2020). Few Women on Boards: What’s Identity Got to Do With It? Journal of Business Ethics, 165(2), 311–
327. https://doi.org/10.1007/s10551-019-04104-z 

Martinez, M., & Rambaud, S. . (2019). Women on corporate boards and firm’s financial performance. Women’s Studies International 
Forum, 76(April), 102251. https://doi.org/10.1016/j.wsif.2019.102251 

McCluney, C., & Caridad, V. (2018). Conditions of visibility : An intersectional examination of Black women ’ s belongingness and 
distinctiveness at work, (September), 1–10. https://doi.org/10.1016/j.jvb.2018.09.008 

Mensi-Klarbach, H., & Seierstad, C. (2020). Gender Quotas on Corporate Boards : Similarities and Differences in Quota Scenarios, 17, 615–
631. https://doi.org/10.1111/emre.12374 

Miholić, I. (2020). The Contribution of Women on Corporate Boards - Board ’ s Effectiveness, 175–183. 

Mijumbi, A. O., Mugenyi, L., Nanfuka, M., Agaba, C., & Ochieng, J. (2023). Regulation of community advisory boards during conduct of 
clinical trials in Uganda: a qualitative study involving stakeholders. BMC Health Services Research, 23(1), 1–14. 
https://doi.org/10.1186/s12913-023-09136-w 

Minehart, R. D., Foldy, E. G., Long, J. A., & Weller, J. M. (2020). Challenging gender stereotypes and advancing inclusive leadership in the 
operating theatre. British Journal of Anaesthesia, 124(3), e148–e154. https://doi.org/10.1016/j.bja.2019.12.015 

Mor-barak, M. E., Msw, D. A. C., Mor-barak, M. E., & Cherin, D. A. (1998). A Tool to Expand Organizational Understanding of Workforce 
Diversity Exploring a Measure of Inclusion-Exclusion to Expand Organizational Understanding of Workforce Diversity : Exploring a Measure 
of Inclusion-Exclusion, 3107. https://doi.org/10.1300/J147v22n01 

Mor Barak, M. E., Lizano, E. L., Kim, A., Duan, L., Rhee, M. K., Hsiao, H. Y., & Brimhall, K. C. (2016). The Promise of Diversity Management for 
Climate of Inclusion: A State-of-the-Art Review and Meta-Analysis. Human Service Organizations Management, Leadership and 
Governance, 40(4), 305–333. https://doi.org/10.1080/23303131.2016.1138915 

Muhoro, G. (2022). Where are the women in Africa ’ s corporate boardrooms ? Retrieved from 
https://blogs.lse.ac.uk/africaatlse/2022/06/27/where-are-the-women-in-africas-corporate-boardrooms-gender-inequality/ 

Nakawesi, S., & Magezi, M. (2018). Country Analysis : Leadership in Advancing Women ’ s Rights in Public Decision-Making Pocesses in 
Uganda. Retrieved from https://www.bosch-stiftung.de/sites/default/files/publications/pdf/2019-08/Uganda Country Analysis_0.pdf 

Nalukenge, I. (2020). Board role performance and compliance with IFRS disclosure requirements among microfinance institutions in 
Uganda. International Journal of Law and Management, 62(1), 47–66. https://doi.org/10.1108/IJLMA-08-2017-0195 

Nishii, L. H. (2013). The Benefits of Climate for Inclusion for Gender- Diverse Groups The Benefits of Climate for Inclusion for Gender-
Diverse Groups. https://doi.org/10.5465/amj.2009.0823 



Research Journal of Business and Management- RJBM (2023), 10(3), 69-84                                  Namuddu, Nabasirye, Langmia 
 

 
____________________________________________________________________________________________________ 

 DOI: 10.17261/Pressacademia.2023.1824                                        83 

 

Nkundabanyanga, S. K. (2016). Board governance, intellectual capital and firm performance. Journal of Economic and Administrative 
Sciences, 32(1), 20–45. https://doi.org/10.1108/jeas-09-2014-0020 

Nor, K., Ku, I., & Manaf, A. (2016). Market reactions towards the appointment of women to the boards of Malaysian firms. Journal of 
Multinational Financial Management, (June 2011). https://doi.org/10.1016/j.mulfin.2016.04.004 

OECD Factbook. (2019). OECD Corporate Governance Factbook 2019. Retrieved from https://www.oecd.org/daf/ca/Corporate-
Governance-Factbook.pdf%0Ahttp://www.oecd.org/daf/ca/Corporate-Governance-Factbook.pdf 

Okello Candiya Bongomin, G., Ntayi, J. M., Munene, J. C., & Nkote Nabeta, I. (2016). Social capital: mediator of financial literacy and 
financial inclusion in rural Uganda. Review of International Business and Strategy, 26(2), 291–312. https://doi.org/10.1108/RIBS-06-2014-
0072 

Orazalin, N., & Baydauletov, M. (2020). Corporate social responsibility strategy and corporate environmental and social performance : The 
moderating role of board gender diversity, (January), 1664–1676. https://doi.org/10.1002/csr.1915 

Ouedraogo, A. (2018). Determinants of under-representation of women on Boards of Directors : an exploratory study of African public and 
private firms 1, 4(2), 98–113. https://doi.org/10.18559/ebr.2018.2.6 

Potter, A. (2018). Inclusion in the Boardroom : The challenges C-Suite women faced and overcame to operate at Board level, (June). 
Retrieved from https://explore.bps.org.uk/content/bpsadm/10/4/12 

Qi, L., Liu, B., Wei, X., & Hu, Y. (2019). Impact of inclusive leadership on employee innovative behavior : Perceived organizational support as 
a mediator, 1–14. Retrieved from liubing@sdu.edu.cn 

Qian, J., Zhang, W., Qu, Y., Wang, B., & Chen, M. (2020). The Enactment of Knowledge Sharing: The Roles of Psychological Availability and 
Team Psychological Safety Climate. Frontiers in Psychology, 11(September), 1–10. https://doi.org/10.3389/fpsyg.2020.551366 

Rahman, H. U., Zahid, M., & Al-Faryan, M. A. S. (2023). Boardroom gender diversity and firm performance: from the lens of voluntary 
regulations, “tokenism” and “critical mass.” Total Quality Management and Business Excellence, 34(3–4), 345–363. 
https://doi.org/10.1080/14783363.2022.2056439 

Randel, A. E., Galvin, B. M., Shore, L. M., Ehrhart, K. H., Chung, B. G., Dean, M. A., & Kedharnath, U. (2018). Inclusive leadership: Realizing 
positive outcomes through belongingness and being valued for uniqueness. Human Resource Management Review, 28(2), 190–203. 
https://doi.org/10.1016/j.hrmr.2017.07.002 

Rohwerder, B. (2020). Inclusion Works Uganda Situational Analysis June 2020 update Contents page. Retrieved from 
https://asksource.info/resources/inclusion-works-uganda-situational-analysis 

Seierstad, C. (2016). Beyond the Business Case : The Need for Both Utility and Justice Rationales for Increasing the Share of Women on 
Boards, 24(4), 390–405. https://doi.org/10.1111/corg.12117 

Seierstad, C., Healy, G., Sønju, E., Bruyn, L., & Fjellvær, H. (2021). A “ quota silo ” or positive equality reach ? The equality impact of gender 
quotas on corporate boards in Norway, (February 2020), 165–186. https://doi.org/10.1111/1748-8583.12288 

Seierstad, C., Mariateresa, G. W., Huse, M., Warner-søderholm, G., & Huse, M. (2015). Increasing the Number of Women on Boards : The 
Role of Actors and Processes. https://doi.org/10.1007/s10551-015-2715-0 

Seierstad, C., Tatli, A., Aldossari, M., & Huse, M. (2021). Broadening of the Field of Corporate Boards and Legitimate Capitals: An 
Investigation into the Use of Gender Quotas in Corporate Boards in Norway. Work, Employment and Society, 35(4), 753–773. 
https://doi.org/10.1177/0950017019892835 

Shore, L. M., Cleveland, J. N., & Sanchez, D. (2017). Human Resource Management Review Inclusive workplaces : A review and model, 
(July). https://doi.org/10.1016/j.hrmr.2017.07.003 

Strauss, A., & Corbin, J. M. (1998). Basics of Qualitative Research: Techniques and Procedures for Developing Grounded Theory, 2ndedn. 
Management Learning (Vol. 31). https://doi.org/10.1177/1350507600314007 

Summit. (2018). The state of corporate governance research. Corporate Governance: Recent Developments and New Trends, 
9783642315(October), 325–346. https://doi.org/10.1007/978-3-642-31579-4_14 

The Equal Opportunities Commission. (2022). Vote: 124. Retrieved from https://budget.finance.go.ug 

The Uganda Gender Policy. (2007). The Uganda Gender Policy (2007). Retrieved from 
http://www.rodra.co.za/images/countries/uganda/policy/The Uganda Gender Policy 2007.pdf 

Tumwebaze, Z., Bananuka, J., Orobia, L. A., & Kinatta, M. M. (2022). Board role performance and sustainability reporting practices: 
managerial perception-based evidence from Uganda. Journal of Global Responsibility, 13(3), 317–337. https://doi.org/10.1108/JGR-08-
2021-0072 

UNMA Act (2012). The Uganda National Meteological Authority Act. Retrieved from https://climate-laws.org/document/uganda-national-
meteorological-authority-act-2012_48c4 

Verhoeven, D., Musial, K., Hambusch, G., Ghannam, S., & Shashnov, M. (2022). Net effects : examining strategies for women ’ s inclusion 



Research Journal of Business and Management- RJBM (2023), 10(3), 69-84                                  Namuddu, Nabasirye, Langmia 
 

 
____________________________________________________________________________________________________ 

 DOI: 10.17261/Pressacademia.2023.1824                                        84 

 

and influence in ASX200 company boards. Applied Network Science. https://doi.org/10.1007/s41109-022-00490-y 

Weck, M. K., Veltrop, D. B., Oehmichen, J., & Rink, F. (2022). Why and when female directors are less engaged in their board duties: An 
interface perspective. Long Range Planning, 55(3), 102123. https://doi.org/10.1016/j.lrp.2021.102123 

Welboume, T., Skylar, R., & Schlachter, S. (2016). The Case for employee resource groups: a revire and social identity theory-based research 
genda. 

World Bank. (2022). Helping Countries Adapt to a Changing World Contents. Retrieved from 
file:///C:/Users/user/Downloads/AR2022EN.pdf 

Yang, W., Yang, J., & Gao, Z. (2019). Do Female Board Directors Promote Corporate Social Responsibility ? An Empirical Study Based on the 
Critical Mass Theory Do Female Board Directors Promote Corporate Social Responsibility ? An Empirical Study Based on the Critical Mass 
Theory. Emerging Markets Finance and Trade, 00(00), 1–20. https://doi.org/10.1080/1540496X.2019.1657402 

Zhao, H. (2020). Explicating the social constructionist perspective on crisis communication and crisis management research: a review of 
communication and business journals. Journal of Public Relations Research, 32(3–4), 98–119. 
https://doi.org/10.1080/1062726X.2020.1802732 

 

 

 


