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Abstract

Village saving and loans associations (VSLAs) play critical roles in many countries, including
Uganda, towards financial inclusion overall. VSLAs are critical in working towards two key
components to financial inclusion: financial literacy and access to financial services. More than
half of the adult population in Uganda either saves or borrows through this community-based
service platform, and they are by far Uganda’s leading source of credit. VSLAs are successful
in creating income-generating activities and the benefits are evident. However, little is known
about its leadership. In Uganda, women dominate in the number of members in the VSLAs but

are yet underrepresented in its leadership positions.

As this thesis is written to investigate gender gaps in the leadership of VSLAs in Uganda, it
builds upon the findings made from the report by the multi-disciplinary research team assessing
Women’s Leadership in VSLAs in Uganda. Two main contributions are made from this thesis,
where the first entails a thorough investigation of how gender gaps in VSLA leadership can be
measured and explained. The second entails an examination of whether there are gender
differences in the perception of leaders considered influential. The latter is studied to find
evidence for structural barriers such as VSLA gender composition restricting women from

being influential leaders.

With these main contributions in mind, this thesis structures the content into two parts: Part A
and Part B. Part A provides a thorough introduction to the theory and literature and presents
the theoretical frameworks that describe the theories behind the research problem. It dives into
two theories explaining gender gaps in leadership through the theory of discrimination and
variations in observable characteristics. The theories of discrimination explain the notion of
taste-based- and statistical-discrimination. The other theory, attributing the gender gap to

differences in psychological attributes, preferences and attitudes.

The overall findings are pronounced and presented in Part B. The findings from the analyses
made from this thesis happen to be very much consistent with the existing literature. Much of
the gender gap in leadership is explained by observable characteristics, in particular by the fact
that women have lower levels of education than men in the sample. The findings from the
second investigation show that the fraction of listed influential females increases more than
proportionate to the fraction of females in the VSLAs, where most men do not consider women

in equal positions influential.
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Introduction

Women represent half of the world’s total talent pool yet are generally underrepresented in
leadership positions (WEF, 2020, 2021). Underrepresentation is a problem when appropriate
deployment and full development of women are fundamental for thriving economies and
societies to arise. Empowering women and girls are at the core of UN Sustainable Development
Goals (SDGs), but the COVID-19 pandemic has halted the progress toward gender parity
across several industries and economies (Krishnan, et al., 2020; WEF, 2021). The pandemic
amplified many pre-existing gaps between men and women, where temporary preventative
measures like lockdowns augmented the average distance to complete gender parity by about
0.6%. Besides, aggregating women’s pressure to provide care at home, women were

predominantly affected because they occupied jobs in the most affected sectors.

A tool measuring overall gender parity is the Global Gender Gap Index. It is developed by the
World Economic Forum (WEF) every year and captures gender gaps across four dimensions:
health, education, politics, and economics. The gap within the first-mentioned is nearly closed,
where women’s restricted access to healthcare and the issue of "missing women" owed to
uneven sex ratios at birth drive the remaining gap (WEF, 2021). Many of the pre-mentioned
factors measured within the health subindex do not apply to sub-Saharan Africa (SSA). Uganda
ranks with 38 other countries as the first (1) in the world on its health and survival subindex,
with 98% of the gender gap in this dimension closed (WEF, 2021). Across all dimensions,
Uganda ranks the lowest in educational attainment (131). Low literacy rates and low enrolment

in secondary and higher education relative to other countries are the main contributors to this.

While the educational gender gap in Uganda is noteworthy, politics is still the most significant
gap to close globally (WEF, 2021). Over 80 countries have never had a woman as the head of
the state, only 26% women fill parliamentary seats, and 23% are ministers worldwide. Uganda
is doing a little better than the global average. Women fill 33% of parliamentary seats, cover
43% of all cabinet positions and hold 46% of all positions in local governments (Tripp, 2021).
Ugandan women have had a substantial influence on pro-women legislation in comparison to
many neighboring countries (Delvin & Elgie, 2008; Muriaas & Wang, 2012). They rank as 46
on the political empowerment subindex, where many factors contribute to this placing. As early
as the late 90s, Uganda led to having more women in politics than many developed democracies
(Goetz, 1998). This reaching was not explicitly owed to affirmative actions but as a critical

response by the government to accommodate the interests of many political activists.




Affirmative actions such as quotas or reservations of seats for women in political settings have
increased the chance for many women to succeed in attaining leadership positions (Bhavnani,
2009). Other studies find that they also effectively decrease the earnings differentials between
men and women (Fisher et al., 2021). Women in leadership are shown to be important not only
because they lead differently but because they bring diversity to decisions made (Spar, 2013).
However, despite women’s capabilities to be top performers, they are still not attaining senior
leadership positions at the same rate as their male counterparts (Baker, 2014). Women who
seek leadership positions face barriers that increase their likelihood of giving up when not
adequately supported by their surroundings. Norms formed by gender identities like ‘only men
make good leaders’ enable men to more likely benefit from a ‘glass escalator’ while women
typically confront a ‘glass ceiling’ (Ryan & Haslam, 2005). In Uganda, due to female
disadvantage, men still benefit from a wage premium over women across all wage distributions
(Sebaggala, 2007; Ngoa & Wirba, 2021). Wage differentials lead to inequalities between men

and women, contributing to poverty.

Duflo (2012) finds that women in most parts of the developing world remain in a relatively
disadvantageous position in many ways. Women are less likely to work, earn less than men for
similar work, and are more likely to find themselves in poverty while working. With salaries
and labor force participation, leadership is a component measured within the subindex of
economics (WEF, 2021). Uganda performs the poorest on its leadership component (ranked 74
overall) within this dimension, where the subindex entails components essential to achieving

financial inclusion. This makes another SDG central: poverty eradication (UN, n.d.).

Women lag within two key components to financial inclusion: financial literacy and access to
financial services. Village saving and loans associations (VSLASs) play critical roles in many
countries, including Uganda, towards financial inclusion overall. More than half of the adult
population in Uganda either save or borrow through this community-based service platform,
and they are by far Ugandans main source of credit (Franco, et al., 2021; FSDU, 2018). VSLAs
are successful in a wide array of measures, including income-generating activities, food
consumption and solidarity (Gash, 2017). The benefits deriving from VSLAs are well-
established, but little is known about its leadership (Franco, et al., 2021). In Uganda, women
are underrepresented in VSLA leadership positions in proportion to their membership share
(Franco, et al., 2021). This thesis builds upon the findings in the report made by the multi-

disciplinary research team assessing Women’s Leadership in VSLAs in Uganda.




The ultimate goal of this thesis is to generate descriptive evidence on women’s leadership in
VSLAs to enhance an understanding of what might drive the differences between men and
women. There are two main contributions made, where the first entails a thorough investigation
of how gender gaps in VSLA leadership can be measured and explained. The second entails an
examination of whether there are gender differences in the perception of leaders considered
influential. The latter is studied to find evidence for potential structural barriers such as VSLA

gender composition restricting women from being influential leaders.

With these main contributions in mind, the research questions this thesis aims at answering are:

How can gender gaps in leadership positions be measured and explained? Are there gender

differences in the perceptions of which leaders are influential?

This thesis structures the content into two parts: Part A and Part B. Part A provides a thorough
introduction to the theory and literature. It presents the theoretical frameworks that describe
the theories behind the research problem and deliver a conceptual and analytical approach in
explaining the gender gap and how it applies to leadership. The literature review critically
evaluates existing works and explores written works about the topic in question. It will present
relevant works on gender gaps and provide evidence of gender gaps within all the four
dimensions of the Global Gender Gap Index. With an emphasis on the labor market and studies
from a developing country context, this review will primarily discuss the implications of the

gender gap in leadership and evaluate some policies attempting to close this gap.

The second part, Part B, presents a comprehensive analysis of gender gaps in leadership. First,
it provides some background information introducing the context of this research, how the
VSLAs work in practice, and their role in Uganda. It then unpacks the methodology used in
the analysis and explains the data collection and handling procedures. The analysis presents
the results, whereas the following discussion briefly connects the findings with existing
literature. Lastly, the conclusion is inferred at the end and summarizes the key findings from

this analysis.




Part A — Theory & Literature

This part first entails a review of theoretical frameworks on gender gap and explain how it is
applicable to leadership. Secondly, it presents relevant literature on gender gaps followed by a
discussion on studies evaluating policies aimed at closing this gap. With a particular emphasis
on labor market applications, the literature also provides evidence from a developing country
context. Most of the studies on the existing theories and literature assess these principles in the
setting of a more developed country where the implications and decisions are typically made
by economic agents such as employers on the demand side of labor. However, much of the

same intuition applies to the supply side provided by laborers too.

Theoretical Framework

Gender gap can be defined as the difference between men and women reflected in social,
political, intellectual, or economic attainments and attitudes (Harris, 2017). Jointly together
with leadership, it brings to attention an important concern. Leadership is the action of leading
a group of people, where following a leader is voluntary rather than a coerced and forced

activity (Hermalin, 1998; Jamie, 2019).

A broad consensus exists on the magnitude of the implications that follow from the gender gap
between men and women nowadays. Not only in leadership, but also areas reflecting
differences in economic-, educational-, political-, and health- outcomes. Limiting the attention
to economic outcomes, two polar hypotheses proximate their causes (Laing, 2011). The first
hypothesis states that differences in economic outcomes result from discrimination as
intergroup differences are wholly or partly a consequence of actions taken by employers, co-
workers, consumers and the government (Laing, 2011). The alternative hypothesis states the
opposite and suggests that the observed variation in economic outcomes reflects differences in
productivity, voluntary choices, and preferences, rather than discrimination. There are two
main explanations for discrimination. The first is the neoclassical theory known as taste-based
discrimination centered around the idea that some decision-makers or economic agents base
their judgment on the taste (or distaste) of a particular group of people (Borjas, 2019). The
second is statistical discrimination, suggesting that discriminatory behavior derives from the
incomplete information. More recent theories focus on the supply side, and attribute the gender

gap to differences in preferences and psychological attitudes (Bertrand, 2011).




Taste-Based Discrimination

Generally, discrimination can be defined as the unjust or prejudicial treatment of a person or a
group, especially on the grounds of race, gender, age or sexual orientation (APA, 2019; OED,
n.d.). It is a matter of feeling and frequently against (or can also entail being in favor of)
favorable treatment of a person or group to compensate for disadvantage or lack of privilege.
In the labor market, economists define discrimination as a situation in which equally materially
productive individuals are treated unequally based on an observable characteristic (Laing,
2011). That individuals are equally materially productive means that they can produce the same
amount and quality of output using the same inputs which is distinct from equal dollar
productivity. These individuals, who are in essence workers, are treated unequally and
discriminated against by arriving at systematically different outcomes due to the actions of

external agents such as managers, co-workers and consumers.

A worker might encounter discrimination at two stages during the duration of his or her work-
life (Laing, 2011). The first occurs before the worker enters the market and is known as pre-
market discrimination. Such discrimination can arrive at the basis of for example low parent
health and education, impoverished neighborhoods, and unequal schooling systems. The
second affects the worker after entry to the labor market and is known as market discrimination.
Examples of market discrimination include earnings differentials and other segregated

treatments within the occupational workspace.

Becker developed the first economic model of taste-based discrimination, showing that
prejudice can be interpreted as a distaste (Laing, 2011). He hinted that if someone has a “taste
for discrimination, the individual must act as if he or she is willing to forfeit income to avoid
certain transactions (Becker G. S., 1971). Under the assumption of perfectly competitive
markets, and homogenous and equally materially productive workers, Becker found that
minority workers could adversely be affected by discrimination through the prejudice of
employers, co-workers, and consumers. The taste for discrimination stemming from
employers, co-workers, and consumers can be studied more in detail by looking at how they in

combination with the market forces generate discrimination.

Employer-, co-worker- and consumer discrimination jointly are what make up the market
discrimination. The variables of attention in the study of employer discrimination include the

distribution of employers’ tastes, the form of production functions, the degree of market




competition, and the relative number of employed individuals N (Becker G. S., 1971).! Becker
suggests that in light of discrimination, managers and owners of a firm may choose to sacrifice
profits based on their subjective tastes and preferences for a particular group of people.
Provided that males and females are perfect substitutes, a firm’s production function can be

written as:

q = f(Em + Ef) (1

where g = firm’s output, E;,, = the total endowment of hired male workers, E; = and the total
endowment of hired female workers (Borjas, 2019). Since the firm’s output depends on the
number of workers hired regardless of gender, the marginal product of labor MP; is the same
for both males and females. With both genders equally productive, any differences in the
economic status that cannot be attributed to skill differentials must arise from the

discriminatory behavior of the employer.

Figure 1 illustrates the profit-maximization condition and employment decision of a firm that
does not discriminate (Borjas, 2019). If the equilibrium wage of females (wy) is less than the
wage paid to males (w,,), a firm that does not discriminate will only hire women up to the point
where their wage equals the value of marginal product of labor (VM Py) or the total endowment

of female workers hired.

Figure 1 —-Employment Decision of a Firm That Does Not Discriminate

! The empirics shows here will serve as a basis for both co-workers and consumer discrimination.




An employer that discriminates will act as if the wage of females is not wy, but instead w (1 +
&), where 6 is the discrimination coefficient. The hiring decision is now therefore not based on
the comparison of wages between male and females (i.e., wy, and wy), but instead between w;,
and ws(1 + 6). As a result, an employer that discriminates against women will only hire
women whenever wy(1 + §) < wy,, and men whenever wy(1 + §) > wy,. Figure 2 illustrates

the employment decision of a prejudiced firm and shows how all-male (high discrimination

coefficient) and all-female (low discrimination coefficient) make their hiring decision.

Figure 2 — Employment Decision of a Prejudiced Firm

An all-male firm will hire men to the point where w,,, = VM Pg, whereas an all-female firm
will hire women to the point where the utility-adjusted wage for females wy = VM Pg. Hence,
a firm that discriminates will hire fewer workers than a firm that does not discriminate.
Becker’s model provides important insights and shows that discrimination does not pay off. A
prejudiced employer will pay a wage above the market equilibrium and hire too few workers

resulting in lower output and profits in comparison to the firm that does not discriminate.

In terms of earnings, an employer’s profits can be expressed as:
T=p*q—Wp*Ep—we*Ef 2)

where m = firm’s profit and p = price of a product. If we let U = employer’s utility, the
maximization problem of the typical utility function is given by U (7, wy, Ef). The function is
positively dependent on profits (), and negatively on discriminatory preferences on the total

payments made to females (wy, E¢). As a result, the employer utility is given by:




U= U(m,wy, Ef) = m—8,(wy, Ef) 3)

6. 1s the coefficient measuring employer discrimination and converts the taste for
discrimination into monetary terms. An unprejudiced employer who only cares about profits
maximizes profits when 8§, = 0. Thus, making prejudiced employers eventually disappear in
competitive markets. Figure 3 shows that a firm that hires just women will have too few

workers, whereas a firm that only hires men, hires too few at a very high wage.

Figure 3 — Profits and Discrimination

In the actual market, the propitiate wage gap between males and females can be shown as w =
Wm—w f

wg

. Figure 4 shows that the equilibrium wage ratio occurs below a ratio equal to one, the

intersection of the demand curve (D) and the inelastic labor supply curve (S) of the total N .2

Figure 4 — Determination of Female/Male Wage Ratio in the Labor Market

2 The wage ratio (w) might in some cases be greater than one by nepotistic firms that are in favor of hirin
g g g y nep g
women.




Whenever w is high, no employers hire women. As this ratio falls below a certain threshold R,
more firms are compensated for their disutility and the demand for female workers rises.
Women end up being matched with unprejudiced employers, as the model suggests that women
must reward prejudiced employers. Employers who prefer hiring women will hire them even

though the wage ratio is greater than one shifting the demand curve (D) up to (D).

Regarding taste-based discrimination acted by co-workers, consumers, and the government,
much of the same intuition applied to the employers applies to these economic agents as well.
Under the assumption that men and women are perfect substitutes in a perfectly competitive
market, a profit-maximizing firm would refrain from having a mixed-labor force and choose
to hire whoever is cheaper in a completely segregated workforce. A male co-worker with a
distaste for working with women will act as if their wage is w,,,(1 + §) and will only lose

since a firm will not pay a compensation wage for the experienced disutility.

A separated workforce owed to co-worker discrimination (also known as employee
discrimination) does not generate wage differentials between equally skilled workers like the
way employer discrimination does. Nor does it affect a firm’s profit, as the employer would
never benefit from a mixed-labor force. However, due to frictions in the hiring process,
technological restrictions, and population ratios, this type of discrimination is unlikely to
persist. On the contrary, consumer discrimination might have a severe impact on the firm’s
profits and workers’ wages as the customers act as if the price of goods sold cost p(1 + §)
instead of just p when serviced by a minority or prejudiced workers like for example women.
This sort of prejudice can persist in the long run where different products command different
prices. This is for example observed in the housing market. In the labor market, a firm may try

to solve this by separating prejudiced workers from jobs in contact with customers.

Statistical Discrimination

Aigner and Cain (1977) consider economic discrimination to exist when workers do not receive
pay commensurate with their productivity. In short, equal productivity is not rewarded with
equal pay. Statistical discrimination is a social phenomenon and a situation in which inferences
about a worker’s group affiliation is made to obtain useful information about the worker (Laing,
2011). This theory implies that prejudice arises due to incomplete information as employers
use easily observable characteristics and their limited information on knowledge, skills, and
productivity to infer productivity (Aigner & Cain, 1977). Thus, permitting biased beliefs about

the capabilities of individuals of certain groups to become self-fulfilling.




A simple model of statistical discrimination using test scores T to assess the impact on wages
shows that despite male and female applicants having individual scores, they are not offered a
wage equal to their MP; (Borjas, 2019). The opposite would be true if the T’s are perfectly
correlated with individuals’ productivity. However, since realistically, this is not the case, an
employer takes into consideration the average productivity of the group the individual belongs
to by taking into consideration the weighted average of expected productivity. If T represents
the average productivity of the group an individual belongs to, the predicted wage (w)

becomes:

w=aTlT + 1 —-a)T 4)

where a can take any value between the extreme cases 1 and 0 and measures the correlation
between the individual test score and true productivity. The wage will not only depend on
individual test scores but the mean of the whole group. Figure 5 shows that if female applicants
on average score lower than their male counterparts, a male with T* points in test score, earns

more than a female with the same score when offered the job.

Figure 5 — Impact of Statistical Discrimination on Wages

If both males and females have the same average test score T, a prejudiced employer in the
belief that males are more knowledgeable will be biased in which would benefit the males.
Males with high scores will tend to be offered a higher wage than females with the same test
scores, and the opposite is also true for low-scoring males who will tend to earn less than low-

scoring females. In the latter case, females benefit from statistical discrimination.
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Owing to imperfect information either through signaling or a trait, an individual’s true ability
can never certainly be known (Laing, 2011). Negative prior views are central to statistical
discrimination, and in general, a situation in which decision-makers make inferences about the
affiliations to a certain group to acquire useful information about an individual (Borjas, 2019;
Laing, 2011). Instead of being viewed as an individual, individuals are treated based on

knowledge of the average characteristics of the group they are a member of.

Psychological Attributes, Preferences & Attitudes

Psychological attributes such as preferences and attitudes have received increased attention in
describing the differences between men and women (Bertrand, 2011). In particular, Bertrand
finds through a review that these gender differences result in different outcomes in risk
aversion, competitive behavior, social preferences, and attitudes towards negotiation. A
relationship between social and gender identity norms is understood to exist and suggested to

drive psychological attributes that influence women’s labor market decisions.

With these discoveries in mind, there are some empirical implications for labor market
outcomes that derive from these gender differences. Regarding risk attitudes and attitudes
towards competition, women are in general found to be more risk-averse and less competitive
in nature than men (Bertrand, 2011). Most of the experimental findings assessing these
differences find systematic differences in preferences between the genders, and a large part
concerning competitive behaviors are often accompanied by differences in areas where men

dominate such as overconfidence.

In negotiations, women are found to be less argumentative and have lower bargaining power
(Bertrand, 2011). They have social preferences that reflect the importance of being useful and
self-sacrificing in society rather than being inconsiderate. Thus, they display less greed and
hold a greater number of altruistic values that are consistent with the understanding that many
women refrain from self-promoting strategies. Oher personality traits like productive traits are
similarly relevant to the labor market. And these include both cognitive and non-cognitive
skills, and traits such as agreeableness, conscientiousness, extraversion, neuroticism and
openness. These traits are suggested to be nurtured by both the environmental and the

biological aspects of nature.
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The gender identity theory lays theoretical foundations supporting that social- and gender
norms are contributory to the differences between men and women in labor market outcomes
(Bertrand, 2011). Norms formed by gender identities are suggested to drive psychological
attributes and influence women’s and employers’ labor market decisions. Nonetheless, apart
from the prevailing gender gap, women are empirically found to have improved overall well-

being owed to deep societal changes to their meaning in society.
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Literature Review

This review starts by discussing the gender gap related to economic participation, as observed
in salaries, labor force partaking and the attainment of leadership positions. The emphasis on
the latter is considerably larger than the rest, and empirical evidence that documents that this
gender gap exists is provided at first. This is followed by studies that have attempted to close
these gaps through the introduction of affirmative action. Finally, insights from gender gaps

observed in other areas such as politics, health and education is provided.

Gender Gap in Economic Participation: Salaries, Labor Force & Leadership

A selection of literature studies gender gaps and in the efforts toward parity within economic
participation and opportunities, there are still disparities at all levels in this arena not only based
on sex, but also on race, ethnicities, and disabilities (Neumark, 2018). Discrepancies in labor
market outcomes owed to race have received a lot of attention and research. Especially after
Gary Becker explained the phenomenon of taste-based discrimination and the disadvantages
black workers in the US faced for decades in his publication: The Economics of Discrimination
in 1957 (Neumark, 2018). However, given the setting of this empirical analysis in Uganda, this

literature review will pay particular attention to research applicable on gender gaps in SSA.

Empirical Evidence

Related to disparities affecting women’s salaries, labor force participation, and the attainment
of leadership opportunities, Duflo (2012) finds that women are less likely to work, earn less
than men for similar work, and are more likely to find themselves in poverty while working.
Gould and Schieder (2017) argue that understanding where our economy fails to ensure equal
opportunities for women at every step throughout their education, training, and career choices
is just as important to adjust for the factors driving the earning differentials between the
genders. Factors such as gender differences in occupations, industries, gender roles, and
division of labor at home, contribute to the slow progress in closing the gap (Blau & Kahn,
2017). Especially, the gap observed at the top of the wage distribution. In SSA, and Uganda in
particular, due to female disadvantage, men still benefit from a wage premium over women

across all wage distributions (Sebaggala, 2007; Ngoa & Wirba, 2021).
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While the gender wage gap is important, Moore (2021) sheds light on the requirement for a
more holistic approach to evaluating the disparity between the genders. There is more to gender
differences within and outside the labor market that does not entail salaries, as the problem
persists in labor force participation and acquisition of leadership positions overall. Despite
women’s capabilities of being top performers, they are still not attaining senior leadership

positions at the same rate as their male counterparts (Baker, 2014).

Women in child-bearing ages are naturally disadvantaged and stigmatized by the risk of being
“regularly sick” due to their monthly cycles and the potential of realized fertility (Chrisler &
Johnston-Robledo, 2010; Becker et al., 2019). Married women in the same age brackets run
into the possibility of discrimination not only owed to the risk of pregnancy, but also being
frequently home to take care of sick children. Some studies suggest that the gap in labor force
participation and attainment of leadership positions is besides these disadvantages attributed to
the underrepresentation of qualified women due to barriers that society has decided (Growe &
Montgomery, 2000). Norms formed by gender identities like ‘only men make good leaders’,
enable men to more likely benefit from a ‘glass escalator’, while women typically confront a
‘glass ceiling’ (Ryan & Haslam, 2005). Women who seek leadership positions face barriers

that increase their likelihood to give up when not adequately supported by their surroundings.

With the lack of support being determinantal for females’ success in leadership in mind, Bear
et al. (2017) find that women are less likely than men to receive feedback that promotes
leadership advancement and objectively receive feedback that is of lower quality. According
to Spar (2013), women in leadership are required not only because they bring diversity to the
decisions made, but because they lead differently. Researchers investigating the extent
discrimination depends on gender show women’s success in attaining senior leadership
positions is highly dependent on whether women were involved in the recruitment or evaluation

process (Bagues & Esteve-Volart, 2010; Bagues & Zinovyeva, 2011; Pola & Scoppa, 2015).

The variety of choices made is contingent on the nature of the decisions. In negotiations,
Babcook et al. (2017) find evidence that women more than men accept voluntary tasks with
low promotability. They suggest that such an attitude and behavior for settlement, is a
contributory factor in driving the gender differences behind women’s slow progress in
organizations. Similar findings are found in negotiating over real estate and labor market
outcomes such as salaries (Recalde & Vesterlund, 2017; Andersen et al., 2021). Within conflict
management, for instance, no statistical differences are found in the ways men and women

manage conflict (Manyak & Katono, 2010). This has also been shown to be the case in SSA.
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In terms of interpreting signals, female executives are better equipped at reading signs of
productivity from female workers than men (Flabbi et al., 2019). Thus, positively impact firm
performance as the gender distribution equalizes. Predicted by the principal-agent framework,
Paltseva (2019) lays forward evidence on how the gender of the agents can affect motives,
behavior and outcomes. In the short run, women-led firms tend to hire more women in
leadership positions where they benefit from higher wages in comparison to firms led by men
(Bell, 2005; Cardoso & Winter-Ebmer, 2007). In the long run, evidence shows that women
have an important contribution to make in both politics and other aspects of society (Gouws &
Kotzé, 2007). In SSA, few studies reveal that female-headed households improve agricultural
productivity, adherence, and perception to the extent that female leaders are considered

influential (Saenz & Thompson, 2017; Ayalew et al., 2021).

Affirmative Actions

With considerable evidence of discrimination between the genders, some scholars have
investigated whether it is possible to do something about it. In many low-income and middle-
income countries, affirmative actions have proven to be effective in decreasing the earnings
differentials between men and women (Fisher et al., 2021). Although the decrease cannot be
attributed to these initiatives alone, women have increased their productive characteristics over
time. Gender-specific programs focusing on aspiration, training and leadership are essential to
eradicate the lack of confidence women have in themselves when seeking leadership positions
(Kagoda & Sperandio, 2010). The ‘Role Model Effect’ is found to be successful in reducing
negative biases toward women and aspired young women to pursue opportunities that aid their
future careers (Beaman et al., 2012; Beaman et al., 2014). Also, quotas or reservations of seats
for women in political settings have shown to have a long-term effect on the likelihood of the

success of future females in leadership positions in India (Bhavnani, 2009).

On the contrary, in SSA, quotas and reservations have not shown to be as effective in reducing
biases or making women hold key decision-making positions (Clayton, 2018; Hannah, et al.,
2020). Hannah, et al. (2020) finds that gender-based inequities persist because men can allocate
more time to these activities and that the gap is rather explained by other factors such as
education, years served in decision-making committees and the individuals’ perceptions of
which genders are represented as effective. In Uganda, quotas have mainly been used by the
government to strategically maintain a dominant position (Muriaas & Wang, 2012). This, by

accommodating political events, interest groups and activists fighting for gender equality.
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Gender Gap in Politics

Gender gap in political empowerment remains still the largest gap to close worldwide (WEF,
2021). Women are underrepresented in political positions and a wide range of literature
documents that women have an important role in the aspects of political empowerment. They
invest more in infrastructure, prioritize relevant policies, and contribute to changes benefitting
women and the overall society (Duflo, 2004; Gorrlieb et al., 2016). Other scholars find that
women are also less likely to engage in corruption when in leadership positions, that they affect
the provision of public goods, and that their representation in state legislature improves the
general health and well-being of children (Bhalotra & Clots-Figueras, 2014; Brollo & Troiano,
2016; Paltseva, 2019). Gouws and Kotz¢ (2007) argue that some of the obstacles that hinder
women in attaining leadership roles include value and attitude differentials from men

preventing them from making the changes that they can.

Apart from differences in attitudes, women in Uganda have had a great influence on pro-
women legislation in comparison to many of their neighboring countries (Delvin & Elgie,
2008; Muriaas & Wang, 2012). As early as the late 90s, they were leading in having more
women in politics than many developed democracies (Goetz, 1998). This achievement was not
explicitly owed to affirmative action intervention but as a key response by the Ugandan
government to accommodate the interests of many political activists. Although the effect of
quotas and reservation of seats is rather controversial in SSA, Tripp (2021) shows that women
hold 46% of all positions in the local government, fill 33% of the seats in parliament and cover
43% of all cabinet positions. At all times, one woman per 146 districts in Uganda is reserved

and occupies one seat of the 529 available in the parliament (Twongyeirwe & Tusasirwe, 2021).

Gender Gap in Health

The gender gap in health and survival has substantially decreased over the years, but women’s
restricted access to healthcare, sufficient research on women'’s health and the issue of “missing
women” is still a problem (WEF, 2020, 2021). Although WEF (2021) points out that factors
such as “missing women” are not particularly strong in Uganda and many other SSA countries,
Sen (1990) disputes that if this was not the case, the expected proportion of girls and women
in SSA would not be lower than boys or men if they died and was born at the same rate (Duflo,
2012). Hadley et al. (2008) show that there are other applicable discriminatory challenges in
SSA that might cause this disparity such as intra-household adolescent food insecurity

stemming from gender biases and preferences for buffering sons.
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In SSA, daughters’ general health and measures of overall well-being are significantly
correlated to a household’s degree of son-preference (Hadley et al. 2008; WEF, 2021). Other
differences affecting health, and Uganda in particular, include the observed imbalance of
HIV/AIDS prevalence among young women versus men in the same age bracket (Patra &
Singh, 2015). Suggesting contraction because of attitudes and preferences reflecting risky and

cross-generational sex practices given the lack of adequate education.

Gender Gap in Education

Within educational attainment, the gender gaps range from male and female students choosing
different academic subjects, to female students underperforming their male counterparts in
high-stakes tests, even though women obtain better grades in school exams. Lavy (2008) put
forward evidence that gender bias in the test results of students is sensitive to the gender of the
teacher conducting the evaluation. This, despite women outperforming their male counterparts
in pass rates (even in STEM subjects) where underrepresentation and underpayment of women
still prevail (Stoet & Geary, 2015). Similar trends are also observed in SSA where progress is
owed to the initiatives set by governments that promote encouragement of young women to

pursue challenging educational subjects (Adepoju, 2019).

In the context of educational attainments in Uganda, Sperandio (2000) argues that schools can
play an important role in the leadership development of adolescent girls in areas where girls
are struggling to gain parity with boys. Committing to promoting gender equality by ensuring
leadership opportunities are evenly apportioned to both genders, and encouragement of female
teachers to appreciate the learning environment they provide might be as empowering as being
a role model. Just as important is the uplifting of female teachers in senior leadership positions
in education, as underrepresentation is characterized by females’ lack of confidence, despite

men and women being perceived to be equally effective by their evaluators (Herbst, 2020).
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Part B — Gender Gaps in VSLA Leadership

This part involves first some background information that explains the context of this research,
the VSLA Model and how VSLAs work in Uganda. It will then introduce the research question
and unpack the methodology for how the analysis will be conducted and the procedures for
retrieving and handling data. The results are presented in the analysis, and a brief discussion

will follow before some concluding remarks are inferred at the end.

Background

This section introduces the context of research, explains the VSLA Model, and describes the
role of VSLAs in Uganda. While the intention of the subsection on the context of research is
to provide details on the setting of this particular study, the subsection on the VSLA Model
aims to clarify how the VSLA framework and methodology work in practice. The last part will

present how the model works in Uganda.

Context of Research

This research aims to understand whether there are gender gaps in savings groups and, if there
are, how these can be explained. It looks at VSLAs in Uganda and investigates whether there
are gender differences in the perceptions of which leaders are influential as a proxy for their
effectiveness. The research builds on the findings from the baseline study intended for use by
the multi-disciplinary research team investigating women's leadership in VSLAs in Uganda
(Franco, et al., 2021). Their study aims to understand how men and women are selected as
leaders in the VSLA management committees and what roles they play in financial
performance and members’ satisfaction with the decisions made by the committees. They seek
to identify potential avenues of improving female leadership, measure their effectiveness, and

assess other spillover effects on their communities, members and family.

The baseline study was carried out in Uganda, where a sample was randomly drawn from a
population of over 20,000 VSLAs. Members that were the most knowledgeable on the function
of the VSLAs provided information on its name, location, committee composition, the
objective for its establishment, rules and procedures, and overall financial performance from
conducted activities. The members of these groups supplemented information concerning their
characteristics, household socio-economic statuses, financial inclusion and labor market
participation, VSLA participation, network, and personal views and opinions. Each interview

took about 60 minutes, and participation was voluntary and confidential.
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The VSLA Model

A Village Savings and Loans Association (VSLA) is a group of people who regularly meet to
save funds that later enable them to take out small loans from those savings whenever needed
(VSL, 2022a; VSL, 2022b). It is a type of informal financial service provider that is unregulated
and grouped with rotating savings and credit associations (ROSCAs), community-based money
lenders and burial societies (FSDU, 2018). They are intended to serve the poorest people who
do not fill the requirements to obtain formal financial services from a regular bank or other
financial institutions (VSL, 2022b). The purpose is to allow easy access to funds from a facility

targeting to aid the most unfortunate in meeting basic financial needs.

Self-managed and self-capitalized financial services such as savings, credit and insurance
services are accessible to all participating members (VSL, 2022a; VSL, 2022b). VSLAs usually
run in a cycle of a year, after which accumulated profits from savings and loans are distributed
back to the members. Although many groups in the start-up phase are supported by various

agencies such as NGOs, the majority become self-sustained at a later stage.

Many VSLAs are self-sufficient and become profitable after running for a few years. They are
democratic in nature and a more structured version of the many informal Savings Groups (SG)
found in the developing world (VSL, 2022b). The methodology emphasizes accountable
governance, straightforward procedures and simple accounting principles that everyone can
quickly grasp and trust. They are often found in urban slums and remote rural areas comprising
10 to 25 self-selected individuals. To avoid dominance from a single individual, most decisions
are rarely taken by one person. This, to ensure that the activities performed by the group are

protected, secure and transparent.

The group’s activities are managed by a designated management committee of five or six
members (VSL, 2022b). The committee has clearly defined, and distributed responsibilities
approved by the members during annually held elections. The typical roles within the
committee are a president and secretary at the senior-leadership level, a treasurer/box keeper,
record keeper, money counter, and a general committee member on the junior-leadership level.
Regular meetings in which each member saves through the purchase of shares usually occur at
weekly intervals and are counted by the money counter. Purchase of shares ranges in amounts
from 1 to 5 at a price pre-determined by the group and remains fixed throughout the duration

of the cycle. Prices are only modified at the beginning of each cycle.
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The members are not required to save in equal amounts at each meeting, thus, making the
system simple yet powerful. By depositing small amounts of savings in frequent instances, the
members can build easy access to financial funds that contribute to improving their households'
security (VSL, 2022b). The savings are accumulated into a loan fund, from which the members
can borrow small amounts up to three times the value of their savings. The loans are usually
granted for a period of a maximum of three months, which are payable in flexible installments
at an interest rate or monthly service charge pre-determined by the group. Few groups also
decide to have a social fund to insure expenses in the event of an emergency (CARE, 2014;
VSL, 2022b). Each member contributes to this fund at their regular meetings along with the

purchase of shares for savings.

To ensure accurate records, each member has a passbook locked into their cash box maintained
by either the record-keeper or box-keeper/treasurer between each meeting (VSL, 2022b). These
passbooks keep information on all purchased shares and any obtained loans. Towards the end
of each annual cycle, the outstanding loans are paid back in full, and the total balance of money
is paid back to members in proportion to their savings. It includes profits and income from the
accrued interest rates and fees. Upon the group’s wish to start a new cycle, any member who
likes can reinvest their annual share-out back to the group. This makes them start the cycle with
a balance making them instantly eligible for a larger loan than in the previous cycle. Some
groups have further developed and federated into larger groups allowing any excess capital to
be lent to a member for up to six months. These federations do not provide any share back as

a regular VSLA but pay dividends in proportion to the amount deposited instead.

While Micro-Finance Institutions (MFIs) and VSLAs share many similarities, they are both
different in the way credits are offered (VSL, 2022a). They are both similar in that they offer
easy access to financial services to the poorest in low- and middle-income countries. However,
they differ in the benefits of repayment systems. While loans acquired from VSLAs improve a
household’s cash-flow management with the opportunity to accumulate savings, MFIs offer
credit at rigid repayment demands at substantial costs. Typical clients of MFIs are owners of
small established businesses in urban areas, whereas VSLAs offer services to individuals
regardless of the type of occupation. Thus, providing advantages such as flexible repayment

systems that effectively help the poorest households to stay out of debt.
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With benefits primarily targeted toward the deprived, the VSLA model has spread to over 70
countries and has more than 20 million active participants worldwide (VSL, 2022a). Moira
Eknes was first to initiate this in Niger in 1991 through CARE’s Mata Masa Dubara (Women
on the Move) Project. With the intent of making the groups independent, self-managed and
self-financed, spontaneous replication is seen to have taken place without a project
intervention. In SSA, particularly Kenya and Uganda, more than two groups are on average

formed by themselves per founded group in the absence of any formal training.

In terms of worldwide performance, many VSLAs operate independently as quickly as after
12-15 months (CARE, 2014; VSL, 2022a). About 89% continue to operate longer than five
years and double their capitalization and loan sizes on average (VSL, 2022a). With an estimate
of 2.5 billion unbanked adults worldwide, VSLAs are discovered to be the best way to secure
these people. A low-cost model building upon traditional informal models has come to stay.
Moreover, with more than 70% female members, the VSLAs empower not only the poor but
also women. In this way, VSLAs contribute to achieving the 2030 Agenda of Sustainable

Development Goal by working toward gender equality and eradicating poverty.

VSLAs in Uganda

A FinScope Uganda survey from 2018 shows that informal financial services are used by more
than half of the adult population above the age of 16 in Uganda (FSDU, 2018). Roughly 50%
of these save funds through VSLAs or other SGs, and about the same amount also uses these
groups to borrow money. On average, VSLA members borrow 40 000 Ugandan shillings
(UGX), and 50 000 UGX from friends and family. While most adults are confident about
borrowing money from friends and family, less than 3% are able to borrow from regular banks

and other financial institutions.

VSLAs are the primary source of credit for Ugandan women in rural areas (Franco, et al.,
2021). With a lump sum payable at the end of the cycle, many improve their overall quality of
life (CARE, 2014). Out of the 6.8 million adults belonging to a VSLA/SG, the main motivation
is to save enough money to turn to when in financial need. Women-only groups have been
successful in various measures, including activities generating income, consumption of food

and solidarity (Gash, 2017).
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Methodology

With a combination of both comparison and regression strategies, this section will explain the

methods involved in investigating the research question that asks:

How can gender gaps in leadership positions be measured and explained? Are there gender

differences in the perceptions of which leaders are influential?

The research question can be broken down into two questions and will be answered using two
main methodological approaches. The first question investigating gender gaps in leadership
positions will be assessed by first investigating whether there is a gender gap in VSLA
leadership and then looking at whether there are differences in the means of the observed
characteristics between males and females in leadership. The second approach assesses both
research questions through the application of an empirical model. It is applied to the first
question as a linear probability model to find whether observable characteristics can explain
the differences between males’ and females’ attainment of leadership positions. The second
question applies an empirical model in the form of a multiple regression model with a
continuous dependent variable and an interaction term. The latter is vital in investigating

whether gender explains a leader’s probability of being considered influential.

Differences-in-Means

The differences in the means of the baseline observed characteristics between males and
females in the VSLAs are used to see whether there are significant divergences in members’
profiles that might influence their likelihood of attaining a leadership position. These
characteristics include socio-demographic information, attitudes towards gender norms,
conformism and aspirations, and opinions and preferences about leadership. The presence of
significant divergences is examined by using a t-test for the difference between two means
(Stock & Watson, 2015). This test considers two hypotheses where the null suggests that these
two populations differ by a certain amount d, pre-determined to be 0, where the alternative
states the opposite. If py40 ; denote the mean of a male characteristic i and premqre ; the mean

of a female characteristic i, then hypotheses with a two-sided alternative become:

HO: Umale,i = UFemale,i or Umale,i — HFemale,i — 0 (5)

Hl: Umale,i * UFemale,i or Upmale,i — HFemale,i * 09 (6)
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where the means in equations (5) and (6) are treated as independent random variables. Since
their true population mean is unknown, they are estimated from a sample of male and female
characteristics (Stock & Watson, 2015). With a large enough sample, an approximation to the
normal distribution can be made to compute the p-values of for the test of the null hypothesis

using the sample variance for both male (s,f,,ale'i) and female (sfemale,i).

Econometric Models & Estimation Methods

This subsection introduces the two main specifications for the econometric models used to
investigate the gender gap in VSLAs. The first investigates gender differences in leadership,

and the second gender differences in the perception of who is considered influential.
Gender Differences in Leadership

To first find the correlation between observable characteristics and the gender leadership gap,

the following linear probability model estimate:

Leader;; = f, + f;Female; + ¢pX;; + &, ()

where the dependent variable Leader;; is a dummy, taking the value 1 if member i has
successfully become a leader in VSLA j. The leadership variable is interchangeable with the
dummy variables Senior Leader;; and Junior Leader;; whenever applicable, for the different
rankings of leaders at either the senior- or junior-level. The model depends on the independent
variables measuring the relationship of the gender of the leader Female;, with a vector of
observed characteristics X;; such as member profiles, attitudes towards gender norms,

conformism and aspirations, and the opinions and preferences about leadership.

To investigate whether a member is successful in attaining a leadership role is associated with
gender and observable characteristics, the constant (f;) in equation (7) measures the
probability of being a leader if male. Since the dependent variable is a dummy, the model's
constant or benchmark becomes identical to the mean sample size of male leaders. This results
in the mean sample size of females being measured by coefficient ,, where S, + [; measures

the probability of being a leader while female, holding everything else constant.
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The coefficients ¢ to the variable holding a vector of observed characteristics X;; is expected
to have an impact by reducing the difference between male and female in leadership positions
and measured by the decrease in coefficient 5;. Suppose the difference between male and
female leadership representation is associated with observable characteristics. In that case, the
mean difference between males and females is expected to decrease as independent variables
of observable characteristics are added to the model. This decrease is not expected if observable
characteristics do not explain the difference, but rather something else (such as discrimination

or supply-side factors).

In the analysis of the impact of gender and observable characteristics on the attainment of
leadership positions, two hypotheses that derive from equation (7). The null hypothesis states
that the gender gap between male and female members in leadership is not explained by
observable characteristics and implies that any difference is owed to chance or unobserved
factors such as discrimination. The alternative hypothesis states the opposite and implies that

gender differences are attributable to observable characteristics.

Gender Differences in the Perception of Influential Leaders

The association of the gender of the individual member making the perception by listing who

is influential is uncovered through the estimation of the following model:

Fraction of Influential Females;; = B, + p1Female; + f,Female Fraction in VSLA;

+ psFemale; * Female Fraction in VSLA;

+é&j, )
where the dependent variable Fraction of Influential Females;; is the fraction of the
number of females considered influential among the total number of listed influential
individuals by a certain member i in VSLA j. This dependent variable is substitutable with the
fraction of influential leaders at either the senior- or junior-level. It makes it interchangeable
with the variables Fraction of Influential Female Senior Leaders;j, or the fraction of
influential female junior leaders Fraction of Influential Female Junior Leaders;;. The
first independent variable to the model measures the influence of the evaluator by controlling
for the gender of the member in the perception of who is influential Female;. The second
variable measures the association of the group gender composition by quantifying the fraction

of females Female Fraction in VSLA;. The third, an interaction term Female; * Female

Fraction in VSLA; expands the understanding on how they jointly affect the outcome.
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Female; measures whether female respondents are more likely to list a larger fraction of
influential female members, and Female Fraction in VSLA; measures how females in groups
with larger shares of females list influential females. The model follows the same methodology
as Pola & Scoppa (2015), who brings evidence from Italian academia. They study how gender
discrimination in leadership can arise from the evaluators’ gender and look at how this relates
to the gender composition of the committees making these evaluations. An interaction term is
added to their model to investigate whether the probability of the success of the candidates
seeking to attain leadership positions is affected by the gender composition of the election
committee. In equation (8) an interaction term is added to examine whether the gender
composition of the VSLAs affects the evaluation of who is influential. Without it, 5, would
have represented the fraction of influential females if listed by male members, £3; the difference
in the fraction of female members listed as influential between female and male respondents,
and f3, the correlation between the female fraction in the VSLA and the fraction of listed

influential females holding everything else constant.

The interaction variable drastically changes the interpretation of the coefficients. It indicates
that the effect of one predictor variable on the response variable is different at different values
of the other predictor variable (Grace-Martin, 2014). That is the association of the fraction of
females in VSLAs on the fraction of listed influential females for different genders. This
indicates that the association of the fraction of females in VSLAs is not limited to 5, in equation
(8), but also 5 and the gender of the member in the perception of who is influential. The unique
effect of female composition in VSLAs is represented by everything that is multiplied with its
variable in the model: B, + 3 * Female;, while [, represents the correlation of female
composition in VSLA on listed influential individuals only when the evaluation is made by a

male member.

The interpretation of f; measures the effect of being a female when there are no females in the
VSLAs, but since this is unlikely to be true, the interpretation of B; becomes virtually
meaningless by itself. The effect of being a female at different female fractions in VSLASs is
measured by B; + f; * Female Fraction in VSLA;, but this is difficult to understand since it
would be different for every infinite value of the female fraction in the VSLAs. So to get an
intuitive sense of the model, few values must be plugged into the equation to see how the

fraction of listed influential females changes with the fraction of females in the VSLAs.
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If the fraction of listed influential females in VSLAs is proportional to the fraction of females
in the VSLAs, female representation is expected to positively affect the number of listed
influential females. This means that the number of listed influential women increases with the
number of females in the VSLAs. If gender plays no role in the number of listed influential
females, then the null hypothesis states that there is no difference in the number of listed
influential females between men and women. The alternative states the opposite and implies

that there is a difference in the number of listed influential females between men and women.

All equations are regressed using the OLS estimator assuming that all the Gauss-Markov
assumptions hold (Wooldridge, 2018). But, since the models look at individuals within the
same group of VSLAs, the variance of the error term might depend on the independent
variables in equations (7) and (8). This will make the statistical inference deduced from the
results of the regressions to be biased if not adjusted for. The models are clustered at the VSLA
level using the heteroskedasticity-robust standard errors to correct these potential pitfalls. They

are clustered at the group level since they potentially are correlated within the VSLAs.
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The Data

This section will explain how data for this thesis was retrieved and prepared for analysis. It will
first discuss the procedures in which data was collected, provided by the organizations
supporting the larger research project in Uganda that investigates women’s leadership in
VSLAs and some sample statistics. Then it will dive into some data diagnostics that clarifies

how the variables found in the descriptive statistics is created for further analysis.

Data Collection

The data used in this analysis is provided and supported by the organizations AVSI, BRAC
Uganda, CARE Uganda, PROFIRA and Village Enterprise (Franco, et al., 2021). They
constructed a sampling frame using a multi-stage cluster sampling method to draw a
representative sample of 650 VSLAs in Uganda randomly. The sample was stratified from a
total population of roughly 23,000 VSLAs, where surveys were conducted at both the group-
and membership levels. Representatives from the VSLAs provided information on committee
composition, rules, procedures and financial performances, whereas members complemented

data on gender, leadership status, personal backgrounds, characteristics and preferences.

The participation of all candidates in this study is confidential. This means all information
retrieved from this study is only used in a way that cannot reveal or identify who the
participants are. The data is collected with a responsible institution in Uganda. All responses
are anonymous, and all ethical clearances for this research were obtained from MUREC
(Mildmay Uganda) and UNCST (Uganda National Council of Science and Technology). Used

data and transcripts will be deleted after the submission of this thesis.

Table 1 — Sample Survey Data: VSLA Group-Level

Group Level Frequency Proportion Ratio: Region; to Central
Central Region 63 (12%) 1.0
Eastern Region 128 (24% 2.0
Northern Region 217 (41%) 3.4
Western Region 119 (23%) 1.9
Total 527 (100%)

Table 1 — Sample Survey Data: VSLA Group-Level
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Table 1 provides information about the total sample size at the group level. It shows an

aggregate of 527 VSLA had successfully conducted interviews and reveals a higher share of

VSLAs in the Northern Region in comparison to the rest. The Region; to Central ratio shows

how many VSLAs are in the regions i (Eastern, Northern or Western) to the more developed

and financially inclusive central Uganda. A map showing the geographical distribution of the

sample also shows that a significant number of VSLAs are present in the north of Uganda (see

Annex 1). Figure 6 visualizes the VSLA distribution in the format of a pie chart and shows that

a larger proportion and a total of 41% of the sample distribution is located in the north. In

contrast, the Western- and Eastern regions have nearly equivalent proportions (23% and 24%

respectively) of VSLAs each.

Figure 6 — Sample Survey Data: VSLA Level

Central Region
12%
Western = Central Region
Region
23% Eastern Eastern Region
Region
24% :
Northern Northern Region
Region
% Western Region

Figure 6 — Sample Survey Data: VSLA Level

Table 2 — Sample Survey Data:

VSLA Membership-Level

Membership Level Frequency Proportion Total
Male 575 (13%)

Member  po ale 1621 (38%) 2,196
Male 731  (17%)

Leader  poale 1386 (32%) 2,117

Total 4313 (100%) 4,313

Table 2 — Sample Survey Data: VSLA Membership-Level.
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Table 2 provides information about the sample size at the membership level and shows that
females account for about 70% of the members and dominate in the absolute number of total
members (i.e., members plus leaders). However, in proportion to their total share of members,
females are underrepresented in leadership positions. Females have fewer leaders for every
female to its total member share than the males. Males account for 30% of the member share

and have more leaders than members in absolute numbers.

Data Handling

The final dataset used in this analysis is merged from two different independent datasets. Since
each VSLA was given an ID and individuals surveyed at both the group- (VSLA) and
membership-level specified the VSLA they belonged to, these two datasets were merged in
STATA using this ID (see Annex 1 & Annex 2 for survey details). For the purpose of this
assessment, members of non-mixed gender VSLAs are excluded to avoid disturbances in the
inferences drawn from the analyses. There are about 42 VSLAs of females only, where the
removal of these leaves the mixed-gender sample size with a reduction in groups to 485 VSLAs

and the membership sample size down to 3 990 members.

Table 3 — Sample Survey Data: VSLA Membership Share by Gender & Roles

Membership Role Frequency Proportion Total
. Male 186 (5%)
President  poale 200 (5%) 386

Male 226 (4%)

Secrefary  pomale 160 (6%) 386

Male 79 (9%)

Treasurer/Box Keeper Female 351 (2%) 430
Male 11 (1%)
Record Keeper Female 50 (~0%) 61
Male 55 (1%)
Money Counter  pole 289 (7%) 344
. Male 74 (2%)
Committee Member Female 116 (3%) 190
Male 674 (17%)
General Member/Other Female 1519 (38%) 2,193
Total 3,990 (100%) 3,990

Table 3 — Sample Survey Data: VSLA Membership Share by Gender & Roles
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Table 3 shows the sample statistics of the membership share of different roles between the
genders. Figure 7 distributes the membership representation of roles between the genders to
their total membership share. It shows that males have a larger share of presidents and
secretaries than females in their total share of members. This, despite females in absolute
numbers having a greater number of presidents than males. Females have a larger share in roles

like treasurers/box keepers, record keepers, money counters and general membership overall.

Figure 7 — VSLA Membership Share by Gender & Roles

President 14% 1%

Secretary 17% 6%
Treasurer/Box Keeper 6% S B%
Record Keeper 1% 2%

Money Counter 4% S 1%
Committee Member 6% S &%
General Member/Other 52% S T%

Male mFemale
Figure 7 — VSLA Membership Share by Gender & Roles
In this analysis, presidents and secretaries are considered senior leaders, treasurers/box keepers,
record keepers, money counters, committee members, junior leaders, and the rest general
members. Table 4 stratifies these roles after being merged and shows their sample statistics.
Males have a larger share of senior leadership positions in absolute numbers and in proportion

to their population. The same is true for females in junior leadership positions.

Table 4 — Sample Survey Data: VSLA Membership Share by Gender & Status

Membership Status Frequency Proportion Total
. Male 412 (10%)

Senior Leader  pooole 360 (9%) 772
. Male 219 (6%)

Junior Leader  po o ole 806 (20%) 1,025
Male 674 (17%)

Member  pooale 1,519 (38%) 2,193

Total 3,990 (100%) 3,990

Table 4 — Sample Survey Data: VSLA Membership Share by Gender & Status
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Figure 8 shows the membership share and representation of members, and senior and junior
leaders to the genders’ total membership share for that specific role. Males have a larger share
of senior leaders than females, and consistent with Figure 7, which shows how men dominate
in the president and secretary roles. On the other hand, females are more represented in junior

leadership positions and members overall.

Figure 8 — Membership Share by Gender & Status

Senior Leader 32% 13%
Junior Leader 17% 30%

Member 52% 57%

Male ®Female

Figure 8 — Membership Share by Gender & Status

Variables

The variables used in this analysis were created in a variety of ways (see Appendix 1). Most of
them are binary and come as categorical variables in the raw dataset. Although many variables
appeared ready, a few required significant cleaning and transformations. The variables
Member, Leader and Female were based on members’ survey responses about roles and gender.
Every member responding to the survey had to specify their roles if they were a leader. The
variables Senior Leader and Junior Leader were created according to which roles the members
specified that they had, where presidents and secretaries were merged into senior leaders,
treasurers/box keepers, record keepers, money counters, and committee members into junior

leaders. The rest, including missing values, were merged into general members.
Member Profiles

Member Profile — Demographics & Education contain variables related to socio-demographic
and socio-economic statuses (see Appendix 1). All members were asked for information about
their age, marital status, role in the households and level of education. Descriptive statistics of
the members’ observed characteristics are found in Panel A — Demographics & Education (see
Appendix 2). The members’ ages range from 18 to 100. The binary variable Married includes
members cohabiting because they are considered to live under similar conditions. Head of
House is a dummy that accounts for all members who are the head of the household (see

Appendix 1).
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Variables measuring the level of education are stratified into three binary variables where the
variable No Education includes all missing values and those answered to have none. The
variables Prim. Education accounts for members with a primary leaving examination
certificate, and Sec. Education or More members with a secondary education equivalent to

Ugandan Certificate of Education or higher.

In terms of living conditions, every member was asked about how their dwellings were
constructed, what sort of energy source they use for cooking, the type of toilet they use at home
and whether every member of the household owned at least one pair of shoes. Member Profile
— Living Conditions contain the variables that measure these answers. The binary variables
Wall and Roof measure whether the members live in high-quality dwellings. They consider
dwellings made with walls of cement, wood or tin, and roofs made of iron sheets, concrete,

tiles or asbestos.

The variable Cooking in Member Profile — Living Conditions measures whether the members
have access to energy-intensive heating tools such as charcoal, paraffin stove, gas or biogas.
Furthermore, Toilet accounts for whether the member has toilets of higher quality, such as
flushing toilets or covered pit latrines with a slab. Panel B — Living Conditions show the
variables’ descriptive statistics and reveal that women on average, tend to have better living

conditions than men (see Appendix 2).

Descriptive statistics on work and income-related information are shown in Panel C — Work &
Average Labor Income in UGX (see Appendix 2). The variable measuring the income level for
members having a job is top coded at the 95" percentile due to outliers that could potentially
skew the data. This variable was created by summing the earnings obtained from all labor
market activities during the past year. Panel D — Member Tenure in Months shows how long
the members have been a member or a leader across all member profiles in months and is also

cleaned for extreme outliers. Outliers to both variables were converted into missing values.

Information and descriptive statistics related to the members’ thoughts on gender norms,
conformism, locus of control and aspirations show that men and women share similar attitudes
towards these topics (see Appendix 3). All variables in Panel A — Empowerment & Gender
Norms and Panel B — Conformism & Locus of Control are indices. The variables in Panel C —
Aspirations to Self-Set Goals are binary and measure the members’ action, attempt and belief

toward the achievement of self-set goals.
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Member Attitudes

There are three indices related to member attitudes on empowerment and gender norms, two
indices related to conformism and locus of control, and three binary variables on the aspirations
towards self-set goals (see Appendix 1). All indices are made from a range of questions
converted into dummy variables before being averaged across the categories that they concern.
Those who refused to answer or answered that they did not know were converted into missing
values before the indices were made. The three indices within the broader category of member
attitudes on empowerment and gender norms measure how an individual usually makes self-
governing decisions, agrees to intimate partner violence (IPV) and reflects on traditional gender

norms.

The first index on decision making is made from five questions, where the first four asks who
usually makes choices in different aspects of life. These are related to personal health, major
household purchases, daily purchases for household needs, and visits to relatives and friends.?
Only respondents who answered that these decisions were made by themselves, and yes to the
last question related to a wife’s rights of making purchases with her own earned money was
taken into consideration when making the dummy variables. The average of these is what

makes this index, where an increasing value mirrors a greater power of self-governance.

An increasing value in the index on IPV accord reports the level of tolerance or consent with
domestic violence. The index measures the extent an individual agrees to violence from a
partner or a spouse and is made from five questions asking whether it is okay for a husband to
hit his wife across five different scenarios.* These are when she goes out, neglects her children,
burns food, and argues or refuses to have sex him. Only respondents answering yes to these

questions were accounted for when creating the variables for this index.

The index measuring attitudes toward gender norms is made similarly to the previous indices.
However, the respondents had a greater range of answers to choose from. They could answer

if they strongly agree, agree, disagree or strongly disagree to a list of 14 statements.’

* See Annex 2, Section 7: Gender Attitude A) Decision Making and Attitude towards IPV.
4 See Annex 2, Section 7: Gender Attitude A) Decision Making and Attitude towards IPV.
5 See Annex 2, Section 7: Gender Attitude B) Gender Norms. Concern all statements 1-15, except 13.
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For example, the first statement states that: men should participate in taking care of children
and household chores rather than leaving it all to the women. A member with an attitude that
disfavors traditional gender norms will agree or strongly agree to this statement. On the
contrary, a member who favors traditional gender norms will disagree or strongly disagree with
this statement. Only respondents who agree or strongly agree (disagree or strongly disagree) to
statements showing that traditional gender norms correspond (oppose) with what is stated were
recorded when creating the dummy variables. So, for instance, a member in favor of traditional
gender norms must disagree or strongly disagree with the second statement that states: when

women get rights, they are taking the rights from men.

Within member attitudes on conformism and locus of control, two indices measure the extent
an individual tends to comply with the behaviors of society and experience control over their
own lives. The first index on conformism measures the degree an individual is a conformist,
where a higher value reflects a greater tendency to adopt the attitudes mirroring the people one
is surrounded with (Collins, 2022; OED, 2022b). It is based on nine descriptions of a person in
which a respondent can answer how much this person is like oneself.® The choices range from
“very much like me”, “somewhat like me”, “little like me”, to “not like me at all”. And, only
respondents who were in tune with- and answered “very much like me” to the descriptions of
a person who follow rules, is at his/her best-behavior, polite, satisfied, and confirm with
religion and tradition at all times were accounted for when making the dummy variables for
the first six portrayals. For the last descriptions, only respondents who could not relate and
answered “not like me at all” were accounted for when making the remaining three variables.
These descriptions described a person valuing making their own plans/deciding what to do,

finding the importance of being interested and open to understanding all sorts of things, and

believing one should be independent and rely on him-/herself.

The index on locus of control measures the degree a member believes happenings in their life
are owed to external factors and is built upon ten statements.” It refers to the magnitude an
individual believes the events in his/her life are controlled by internal forces like him-/herself,
or by external forces like God, fate, and other people (Neill, n.d.). The option of answers to
these statements ranges on a scale from 1-7, where 1 = Disagree completely and 7 = Agree
completely. Only answers within the range 1-3 (disagree) or 5-7 (agree) were recorded when

making the dummy variables, where option 4 = Neutral was disregarded.

¢ See Annex 2, Section 8: Behavioral Characteristics A) Conformism.
7 See Annex 2, Section 8: Behavioral Characteristics B) Locus of Control.
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For example, the variable recording the answers to the first statement concerning whether “the
course of life depends on me” was made from accounting for the respondents who disagreed
as it reflects an individual who believes that they are not in control of their life. Similar
assessments were made to the second statement stating whether an individual believes that their
achievements correspond to what is deserved in comparison to other people. Only those
members who agreed and believed that they were not in control of their life were accounted for

in the creation of this variable. The same was done for the remaining eight statements.

Regarding member attitudes toward aspirations on self-set goals, three binary variables
measure the effort towards achieving these goals.® The variable Action measures the
determination towards achieving self-set goals and a dummy equal to 1 if a member has done
something to achieve this goal. These range from doing research to sourcing capital or seeking
advice. Attempt accounts for the members’ trial towards achieving the same goal or something
similar in the past, and Belief for the trust that the goal can be accomplished within the next
five years. Only respondents who answered yes to all these questions were accounted for when

making the variables.
Member Opinions

Apart from observable characteristics and attitudes, all members were also asked about their
opinions on leadership and VSLA preferences on finances. There are eight variables related to
members’ opinions on these matters, where the first variable on views is binary and measures
whether the members agree with the statement that men are natural leaders.” Descriptive
statistics on the members’ opinions show that the members share similar views on males and
females being equal in leadership (see Appendix 4). However, they diverge in terms of their
preferences on financial matters. The first four of the remaining seven variables are continuous

variables, where all of them are top coded at the 95" percentile (see Appendix 1).

The three last dummy variables on member opinions measure whether the members’
preferences for loans correspond to the current rules of the VSLA. Respondents refusing to
answer or did not know were converted to missing values. Loan = Rule is a binary variable
measuring all respondents with a preference for an amount of loan equal to the current rule.
Loan > Rule measures the respondents with a preference of a loan higher than the rule, whereas

Loan < Rule measures the respondents with a preference of a loan less than the rule.

8 See Annex 2, Section 8: Behavioral Characteristics C) Aspiration.
® See Annex 2, Section 4: VSLA Participation B) Participation in VSLA Decision Making. Question 12 — 21.
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Influential Females

In terms of influential females, there are four continuous variables reported as fractions (see
Appendix 1). The first variable shows the fraction of females in the VSLAs and was created
by first creating a variable that counts all the members to a specific VSLA, then a second
counting all the female members who belong to that VSLA. The variable with the quantity of
all the females was then divided by the total number of members per VSLA to make the
fraction. Most of the groups have around 70% females. However, the fraction of females in

mixed gender VSLASs ranges from 17 to 97% in groups (see Appendix 5).

The variable measuring the fraction of influential females was created by first creating a
variable counting the number of influential people listed by every respondent, followed by a
computation of the fraction of those listed that are female.!° The variable measuring the fraction
of influential female senior leaders and junior leaders were created in a similar fashion. The
fraction of influential female senior leaders was computed by quantifying how many of those
listed influential senior leaders were female, and the same was done when computing the

fraction of influential female junior leaders.

10°See Annex 2, Section 4: VSLA Participation B) Participation in VSLA Decision Making. Question 5 — 8.
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Analysis

This section objectively reports all relevant findings related to how men differ from women in
both leadership and membership. It aims to analyze and show how this can be explained by
observable characteristics and individuals’ perception of who is influential. The results from
the estimated differences in the means of these characteristics between men and women are
first presented in tables created in STATA specifying the instances when the differences are
statistically significant. Then, this will follow with the provision of estimated regressions
aiming to explain how these observable characteristics and the members’ perceptions influence

these differences. The analysis is based on the sample of mixed-gender VSLAs only.

How do the leaders and members differ?

Tables 5, 6 and 7 summarize some observable characteristics of the members’ profiles, attitudes
and opinions on how their VSLAs are managed. They are based on data retrieved from
respondents at the membership level and provide results of the estimated differences-in-means
of these characteristics. The estimates are assigned across three categories. These are the senior
leaders, junior leaders, and the general members only. Each of these categories has three
columns where the means applicable to males are presented in the first column, females in the
second, and their respective differences in the third. The last column also reports the statistical

significance along with the differences-in-means estimates.

Panel A — Demographics & Education in Table 5 shows that most members are around 40 years
of age, and that the females are slightly older than the males on average. A greater fraction of
males across all categories is either cohabiting or married, with gender differences particularly
noticeable among the senior leaders. More than 90 percent of the males are the head of their
households, and nearly 97 percent of the male senior leaders hold this role at home. While only
31 percent of the female senior leaders are in the same position, these differences are significant

across all membership statuses.

The level of education increases with the seniority of membership roles in VSLAs. Far more
men are educated in comparison to women, and a large share of men have completed primary
school. Much more men than women have also completed primary school, where the
educational gender gap is the highest among the junior leaders and general members. About 41
percent of the females at the senior leadership level have no education at all, whereas only 23

percent of the males can say the same.
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Table 5 — Differences in Means: Member Profiles

Panel A — Demographics & Education

Senior Leader Junior Leader Member
Variables Male  Female  Diff Male  Female  Diff Male  Female  Diff
Age 39.99 41.39 1.40 41.38 41.90 0.52 39.08 40.94 1.86""
Married 0.94 0.73 -0.22" 0.95 0.77 -0.17" 0.85 0.71 -0.14™
House of 0.97 0.31 -0.67"" 0.95 0.24 -0.717 0.90 0.28 -0.62""
House
No 0.23 0.41 0.18"" 0.37 0.70 0.33"" 0.46 0.73 0.28"
Education
Primary 0.40 0.38 -0.02 0.42 0.23 -0.19" 0.35 0.20 -0.15™"
Education
Secondary 0.38 0.22 -0.16"" 0.21 0.07 -0.15™ 0.20 0.07 -0.13"
Education
or more
Panel B — Living Conditions
Wall 0.42 0.54 0.12"* 0.42 0.46 0.05 0.40 0.43 0.03
Roof 0.43 0.65 0.22"" 0.44 0.55 0.10™" 0.49 0.51 0.02
COOking 0.04 0.06 0.02 0.04 0.06 0.02 0.06 0.05 -0.01
Toilet 0.55 0.54 -0.01 0.52 0.53 0.01 0.52 0.48 -0.03
Shoes 0.83 0.87 0.04 0.82 0.79 -0.03 0.84 0.77 -0.07""
Panel C — Work & Average Labor Income in UGX
In Work 0.94 091 -0.03 0.92 091 -0.01 091 0.87 -0.03™
Income 1,785 1,282 -503"*" 1,703 1,229 -474" 1,472 1,028 -443"
(in 000)
Panel D — Member Tenure in Months
Member 49.98 47.15 -2.83 42.95 46.90 3.95 41.54 45.22 3.68™

Leader 45.96 40.96 -4.99" 33.33 35.10 1.77

Note: Significance at: " p < 0.10, ™ p < 0.05, " p < 0.01 level.

Table 5 — Differences in Means: Member Profiles
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With regard to household socio-economic status, the women tend to have it much better than
the men. Panel B — Living Conditions assesses whether there are differences in the
circumstances of their households as a proxy for socio-economic statuses and shows that fewer
men than women are living in dwellings that are of better quality.!! There are no significant
differences regarding the quality of houses among the members, but the differences increase
for junior leaders and is the highest for senior leaders. The cooking facilities and sanitary
conditions are somewhat similar for both men and women. However, more men than women
report that every member in their households owns a pair of shoes. While the latter is true for

most women, the case is reversed for senior leaders.

When it comes to labor market participation, Panel C — Work & Average Labor Income in
UGX shows that about 90 percent of the members work. The differences between the males
and females are negligible, however, among these, the men tend to earn far more than the
women. These earnings differentials are significant across all categories, but the highest for
senior leaders. The male senior leaders earn roughly 503,000 UGX more per year than the

female senior leaders, where the differences are the least between the members.

The majority of the members have been in the VSLAs for more than three years. Panel D —
Member Tenure in Months shows that in most categories women have on average been
members for a longer period than men. Among the senior leaders, the difference is barely three
months, however, in terms of the tenure as a leader, these divergences are greater. Here the

men report to have on average been a leader for five months longer than the females.

Table 6 provides information about the members’ attitudes. Panel A — Empowerment & Gender
Norms contain some indices that measure the extent to which the members are empowered in
making their own decisions. For example, the index on decision making shows that the
difference between males and females is small among senior leaders, but significant among the
junior leaders and general members. And, the index on IPV accord on the other hand shows
that more women than men are more inclined to accept this. These differences are significant
across all categories. For instance, 16 percent of the female senior leaders think it is okay for
their husbands to hit them for disobedience, whereas only 11 percent of the males think the
same. The differences on IPV accord are the highest among the junior leaders, and as high as

11 percent.

! Recall, that these are dwellings with walls made of brick, cement, concrete, tin or wood, rather than mud and
poles, and roofs made out of concrete, iron sheets tiles or asbestos, rather than thatch.
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Table 6 — Differences in Means: Member Attitudes
Panel A — Empowerment & Gender Norms: Indices

Senior Leader Junior Leader Member
Variables Male  Female Diff Male  Female Diff  Male Female Diff
Decision 0.47 0.47 -0.01 0.46 0.42 -0.04°  0.50 0.46 -0.04™
Making
IPV Accord 0.11 0.16 0.05™ 0.08 0.19 0.11""  0.10 0.18 0.08™"
Gender Norms 0.45 0.45 0.00 0.45 0.45 0.00 0.46 0.45 -0.01

Panel B — Conformism & Locus of Control: Indices

Conformism 0.50 0.54 0.04™ 0.52 0.50 -0.01 0.49 0.49 -0.00
Locus of 0.40 0.39 -0.01 0.39 0.37 -0.02 0.39 0.37 -0.02"
Control

Panel C — Aspiration to Self-Set Goals: Indices

Action 0.86 0.88 0.02 0.87 0.80 -0.07"  0.84 0.78 -0.06"""
Attempt 0.42 0.51 0.09" 0.39 0.42 0.03 0.42 0.38 -0.04
Belief 0.93 0.95 0.02 0.94 0.92 -0.02 0.92 0.89 -0.03™

Note: Significance at: " p < 0.10, ™ p < 0.05, " p < 0.01 level.

Table 6 — Differences in Means: Member Attitudes

Panel B — Conformism & Locus of Control reflect the behavioral characteristics of the
members and shows that the greatest significant divergences between the genders on
conformism are among the senior leaders. Approximately 4 percent more women than men are
conformist and more likely to behave according to society's norms and rules set and expected.
While this is the case for conformism, the reverse is true for the degree the members believe in
controlling their lives. Here, more men than women report that they have a more internal locus

of control where outcomes in life are determined by the choices they make.

In terms of aspirations, Panel C — Aspiration to Self-Set Goals shows that over 80 percent of
the members have taken action to achieve a self-set goal. These goals range from building a
house to starting a business, and the males have overall seemingly higher aspirations than the
females. Fewer female junior leaders and members have taken an active stance in achieving a
self-set goal. However, the opposite is the case for the senior leaders. Here, the females have
higher aspirations than the men, where the difference is the highest among those who have

attempted to achieve their self-set goals.
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Table 7 — Differences in Means: Member Opinions
Panel A — Views on Leadership

Senior Leader Junior Leader Member
Variables Male  Female Diff Male  Female Diff Male  Female Diff
Agree: Men 0.29 0.23 -0.05" 0.46 0.42 -0.04" 0.50 0.46 -0.04™
are naturally
leaders

Panel B — VSLA Preferences on Financial Matters

Share Size 2,823 3,063 240 2,766 2,775 9 3,087 2,822 -265™
Saving 14,976 14,443 -533 14,881 14,192 -689 15,025 13,774  -1,251"
Social Fund 977 798 -179™ 968 867 -102 912 917 5
Interest Rate 9.27 8.92 -0.35 9.38 9.07 -0.31 8.98 8.97 -0.00
Loan = Rule 0.87 0.87 0.00 0.80 0.85 0.05" 0.83 0.82 -0.01
Loan > Rule 0.10 0.10 0.00 0.17 0.11 -0.05"  0.14 0.13 -0.01
Loan < Rule 0.03 0.03 -0.00 0.04 0.04 0.00 0.03 0.05 0.02™

Note: Significance at: " p < 0.10, ™ p < 0.05, " p < 0.01 level.

Table 7 — Differences in Means: Member Opinions

Table 7 shows the differences in the means of the members’ opinions. Panel A — Views on
Leadership reveals that more males than females agree that men are naturally born to be leaders,
where the results are significant across all categories. Although this is the case, these attitudes
seem to reduce with the increase in seniority. For example, 50 percent of the male members
hold this point of view, whereas only 29 percent of the male senior leaders think the same. The
differences with the females are small, even though the amount sharing this viewpoint is as

high as 46 percent among the members and 42 percent among the junior leaders.

From Panel B — VSLA Preferences on Financial Matters, the differences in the preferences for
share size are the highest among males. This is statistically significant among the members and
accompanied by the males’ higher reported preference for maximum saving. For the general
members, the preference for maximum saving is 15,025 UGX and higher than the preference
for the male junior and senior leaders, 14,881 and 14,976 UGX respectively. This is also

reflected in the males’ preference for social funds, which is higher than reported by the females.
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On the interest rates for loans, the majority agree on the rules in the groups. A little gender gap
is reflected in the results, where only significant differences are shown among the junior leaders
and general members. 5 percent more women than males think their current preferences for
loan uptake are reflected in the current rules. The exact opposite is true for the males regarding
the preference for a loan uptake higher than the current rule. Among the general members, the

males wished that the current loan uptake was less than the current rule.

Results: Observable Characteristics & Gender Differences in Leadership

The estimates from equation (7) are shown in Table 8 on the next page. Since, the women were
underrepresented in senior leadership rather than the junior leadership positions, the remainder
of this analysis will focus solely on this group of leaders. The correlation of observable
characteristics on the difference between the genders in leadership positions is uncovered
through the estimation of seven different regressions.!? By the incremental addition of
variables, Table 8 reports their marginal explanatory powers on how the difference between
the males and females in senior leadership positions reduces when baseline characteristics are
controlled for (i.e., how the dummy variable for female changes). In the first specification

(column 1), the dependent variable Senior Leader;; is regressed on the independent variable
Female;;. It shows the probability of being a leader among all members and that 31.6 percent

of men are more likely to be senior leaders. Only 13.4 percent of the females are in the same
position. The women are 18.2 percent less likely to be senior leaders (significant at the 1%

level) and suffer from an overall reduction in representation of about 58 percent.'?

In column 2, the variable age is added to the model. Here, age has no association with females’
underrepresentation in senior leadership positions as their difference in representation from the
males remains the same, holding other factors constant. In column 3, the variable married is
added to the model. It shows that being married or living in cohabitation increases the
likelihood of being a senior leader by about 2.68 percent (significant at the 10% level), fixing
for other factors. The difference between men and women drops by around 0.40 percent when

controlling for these factors (significant at the 1% level).

12 All regressions consider the possibility for heteroskedasticity. They report robust standard errors that allow
for correlation and are clustered at the VSLA level.
13 Reduction in representation is computed as 18.2 percent divided by the males’ representation at 31.6 percent.

)



Table 8 — Estimates from Regression on Gender & Observable Characteristics

(1) ) 3) “4) &) (6) (7)
Senior Senior Senior Senior Senior Senior Senior
Leader Leader Leader Leader Leader Leader Leader
Female -0.182"™"  -0.182™ -0.178™" -0.113™" -0.0448™ -0.0448" -0.0440""

(0.0141)  (0.0141)  (0.0143)  (0.0194)  (0.0194)  (0.0194)  (0.0196)

Age 0.000177  0.000276  -0.000393  0.00123™*  0.00123™"  0.000939""
(0.000368)  (0.000369) (0.000389) (0.000375) (0.000375) (0.000386)

Married 0.0268°  0.0665  0.0774"™  0.0774"™"  0.0637"
(0.0138)  (0.0160)  (0.0158)  (0.0158)  (0.0169)

Head of 0.0864™" 0.0882"" 0.0882"" 0.0868™"

House 0.0178)  (0.0172)  (0.0172)  (0.0181)
Education

No -0.279™ -0.142™

Education (0.0205) (0.0143)

Primary -0.135™"  0.144™

Education (0.0220) (0.0138)

Secondary 0.279™ 0.132"

Education (0.0205) (0.0221)

or

More

All

Constant 0.316™ 0.309" 0.281™ 0.191™ 0.269™ -0.0106 0.0195

(0.0107)  (0.0181)  (0.0232)  (0.0290)  (0.0312)  (0.0299)  (0.0489)

R? 0.047 0.047 0.047 0.052 0.110 0.110 0.120
Observations 3990 3990 3990 3990 3990 3990 3990

Standard errors in parentheses
"p<0.10," p<0.05"" p<0.01

Table 8 — Estimates from Regression on Gender & Observable Characteristics

In column 4, being a senior leader is highly correlated with functioning as the head of the
household at home. The chances of being the household head increase by about 8.64 percent
when a senior leader, holding other factors constant (significant at the 1% level). Similarly, the
effect of being married increases by about 3.68 percentage points (i.e., the incremental increase
from regression in columns 3 to 4, where the coefficient is significant at the 1% level), where
its significance increases when jointly regressed with the variable considering members’ role
at home. The differences between men and women in senior leadership positions drop to 11.3

percent, holding other factors fixed (both are significant at the 1% level).
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The level of education is vital in explaining much of the remaining gap. When controlling for
no education and primary education in column 5, the difference in the females’ attainment in
senior leadership positions from men reduces by about 13,72 percentage points to 4.48 percent
overall (significant at the 5% level). No education shows that the likelihood of being a senior
leader is reduced by 27.9 percent. Only primary education reduces the chance with about 13.5

percent fixing for other factors (both variables are significant at the 1% level).

In column 6, the dummy accounting for no education in column 5 is substituted with secondary
education or more. This was done to avoid multicollinearity as all the variables accounting for
education could not be regressed simultaneously. Here the gender gap in senior leadership
positions remains the same as in the regression portrayed in column 5, however, the constant
becomes suddenly negative (insignificant at all standard levels). Secondary education or more
seems to offset no education completely as the likelihood of being a senior leader increases by
27.9 percent when a member has a diploma equivalent to a Ugandan Certificate of Education
or higher. Additionally, the variable accounting for age suddenly becomes statistically
significant at the 1% level when regressed jointly with the variables accounting for education,

although its meaning in essence is minor.

When regressing all the variables related to the members’ profiles, attitudes and opinions on
senior leadership in column 7, the difference in female representation from the men reduces
with an additional 0.08 percentage points (significant at the 5% level).!* Variables accounting
for marriage, role at home and marriage and the level of education are all significant at the 1%
level. Age is significant at the 5% level. The regressions overall show that most of the gender

gap in senior leadership is explained by observable characteristics.

Results: Gender Differences in the Perception of Influential Leaders

Table 9 shows the differences in the means of the fraction of listed influential females. The
fractions are divided into showing the results for the fraction of listed influential females in
general, the fraction of listed influential female senior leaders, and at last the fraction of listed

influential junior leaders.

14 To ensure an equal number of observations across all regressions, new variables for income, and preferences
for saving, social funds, and whether preference in loans is equivalent to current rule were created by converting
missing values, including ‘I do not know’ answers to 0. An additional dummy controlling for missing values
for income was also created. See Appendix 1 for a full list of variables, and Appendix 6 for inclusive regression.
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Table 9 — Differences in Means: Influential Females

Senior Leader Junior Leader Member
Variables Male Female Diff Male Female Diff Male Female Diff
Fraction of 0.37 0.75  0.38*** (.33 0.64  031*** (.37 0.62  0.25%**
Influential (0.28) (0.28) (0.00) (0.32) (0.32) (0.00) (0.47) (0.37) (0.00)
Females
Fraction of 0.19 0.71 0.52%** (.35 048  0.13*%* (.33 0.50  0.16%**

Influential Female (0.34) (0.40)  (0.00) (0.43) (0.44)  (0.00) (0.41) (0.45)  (0.00)
Senior Leaders

Fraction of 0.66 0.78 0.12%**  0.40 0.81 0.40%**  0.55 0.78 0.23%%*
Influential Female  (0.45) (0.38)  (0.00) (0.47) (0.37)  (0.00) (0.47) (0.39)  (0.00)
Junior Leaders

Note: Significance at: " p < 0.10, ™ p < 0.05, ™" p < 0.01 level.

Table 9 — Differences in Means: Influential Females

The perceptions of which leaders are influential differ not only between the genders, but also
across the membership categories. Men list fewer women as influential compared to women,
which is reflected across all categories and fraction variables. The difference in the fraction of
listed influential females to the total number of listed influential in general is the least among
junior leaders, and the same for both general members and the senior leaders. The fraction of
listed influential females among the men is 37 percent for both senior leaders and general

members, and 33 percent for the junior leaders.

The differentials for the fraction of listed influential females are the highest among senior
leaders. For the women, the fraction increases with seniority in membership categories, and
ranges from 62 percent for general members to 75 percent for senior leaders. The fraction of
listed influential female senior leaders is the highest among the senior leaders themselves. Men
are less likely to list women as influential, even when they are senior leaders. Only 19 percent
of the male senior leaders consider other female senior leaders as influential.!> Comparable
findings are true for the fraction of listed influential female junior leaders as well. Here, the
differences are the highest among the junior leaders themselves, suggesting that both male
senior- and junior leaders consider other female senior- and junior leaders less influential than
the women. It seems like most men do not consider women in equal positions influential at all.

All reported differences in Table 9 are significant at all standard levels.

15 Note, there are few VSLAs with no female senior leaders. These differences might be driven by this fact.
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Figure 9 visualizes the gender gap in the listed influential females. It shows that the fraction
of listed influential females increases with the fraction of females in the VSLAs and confirms
that men, in comparison to their female counterparts, list fewer women as influential. The
means of the fraction of listed influential females are computed across 18 bins constructed
based on female share in VSLAs. The means across most bins are significantly different from
each other, where the gender differences in perceptions seem to be larger for VSLAs with a

female share of 60-80 percent.

Figure 9 — Fraction of Influential Females to the Fraction of Females in VSLA

Table 10 shows the estimates from equation (8) regressing the gender differences on the
perceptions of who is influential. Four regressions investigate whether the differences are based
on the VSLA gender composition and the gender of the evaluators themselves. The first three
regressions use the fraction of influential females as the dependent variable (columns 1 to 3),
whereas the fourth in column 4 uses the fraction of influential female senior leaders. This is
done to investigate whether the findings between columns 3 and 4 are heterogenous from what

is revealed by the estimates of the main specification in column 3.
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Table 10 — Estimates from Regression on the Gender Differences of Influential

Females
(1) 2) 3) 4)
Fraction of Fraction of Fraction of Fraction of
Influential Influential Influential Influential
Females Females Females Female Senior
Leaders
Female 0.284™" -0.0733 -0.302"
(0.0154) (0.0493) (0.0739)
Fraction of 1.191™ 0.792""" 0.854™"
Females in VSLA (0.0586) (0.0734) (0.140)
Female * Fraction 0.374™" 0.604™""
of Females in VSLA (0.0743) (0.118)
Constant 0.361"" -0.265™ -0.123™ -0.228"
(0.0148) (0.0423) (0.0471) (0.0891)
R? 0.146 0.303 0.357 0.253
Observations 2964 2964 2964 2626

Standard errors in parentheses
"p<0.10," p<0.05,"" p<0.01

Table 10 — Estimates from Regression on the Gender Differences of Influential Females

The gender effect of the individual member making the perception of who is influential is first
uncovered in column 1. In this specification, the difference in the listed influential females
between the men and women is estimated by regressing the fraction of listed influential females
on the dummy variable accounting for whether the individual member is a female. The model
shows that 36.1 percent of males list females as influential in proportion to their total number
of individuals listed as influential. This contrasts the females’ 64.5 percent, where the

additional effect from being a female is 28.4 percent (both significant at 1% level).

The correlation of the VSLA female composition on the fraction of listed influential females is
estimated in column 2 and shows the perception of influential females if listed by a male. This
specification suggests that the fraction of listed influential females overall increases more than
proportionate to the fraction of females in the VSLAs. It associates a percentage increase in the
female fraction in the VSLAs with an increase in the fraction of listed influential females with
about 1.19 percentage points, holding other factors constant. The constant predicts a negative
fraction of influential females because the OLS estimator attempts to predict a fraction of
influential females when there are no women. And, since there are no VSLAs with no women,

the constant becomes negative.
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In column 3, the main model is specified by adding an interaction term between female and
female share in addition to the other regressors in columns 1 and 2. The interaction variable
Female * Fraction of Females in VSLA measures the correlation between the fraction of
females in the VSLAs on the fraction of listed influential females if listed by a female. It
indicates that the effect of being a woman on the fraction of females in VSLAs is not limited
to the fraction of females in the VSLAs. The unique effect of female composition in VSLAs
on the fraction of listed influential females is represented by everything that is multiplied with
this variable in the model. It emerges that the presence of females in the VSLAs increases the

fraction of listed influential females and that the effect is higher for women than for men.

The unique effect of female composition in VSLA that increases by a percentage point are
associated with an increase of about 1.17 percentage points holding everything else constant.'¢
For example, if the fraction of females in a VSLA is equivalent to the mean at 68.5 percent
(see Appendix 5), when plugged into the overall model in column 3, it will return a predicted
fraction of listed influential females of 60.24 percent. However, if the fraction of females in
VSLA increased by a percentage point to 69.5 percent, the predicted fraction of influential
females would be 61.41 percent. This is equivalent to an increase of 1.17 percentage points,
and equal to the computed unique effect of female composition in VSLAs when listed by a
female. When listed by a male, the unique effect of a percentage point increase in the female
composition in VSLA would be equivalent to roughly 0.79 percentage points. The difference
in these two effects between men and women reflects the gender gap in the perception of
whether females are considered influential. All estimates in this regression are statistically

significant at all standard levels except for the dummy variable controlling for gender.

In column 4, the main model is specified among listed influential female senior leaders only.
All coefficients are significant at minimum the 5% level. The model indicates that the unique
effect of a percentage increase in the female composition in VSLAs is associated with an
increase in the fraction of influential females of about 1.46 percentage points when listed by a
female. The effect of a percentage increase in the female VSLA composition if listed by a male
is associated with a 0.854 percentage point increase and suggests that a female is more likely
to be listed as influential when she is a senior leader. In comparison to the estimates in column
3, the effect of females is seemingly increasing more than the effect of the males. Hence,
consistent with the findings from Table 9 showing that men are less likely to list women as

influential even though they are senior leaders.

16 Computed as: 8, + B3 * Female;_;.
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It is noteworthy to mention that the interaction can be perceived as rather mechanical, because
the more women there are in the VSLAs, the more likely it is that women are listed. However,
if this was the only case, the coefficient measuring the correlation of fraction of females in
VSLAs would remain the same for both the estimates in columns 2 and 3, signifying that there
is no difference between the genders in the perception of who is influential. The results from
the interaction variable suggest that everyone does not only list more women just because there
are more women, but because there are differences in the sensitivity to recognizing the efforts
of other women in the group. This means that the correlation of the fraction of females in

VSLAs with the fraction of listed influential females is different between men and women.
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Discussion

Women in leadership are required not only because they bring diversity to the decisions made,
but because they lead differently (Spar, 2013). Despite women’s capabilities of being top
performers, they are still not attaining senior leadership positions at the same rate as their male
counterparts (Baker, 2014), where two opposing hypotheses proximate these differences. The
first ascribes the differences between the genders to unobserved factors such as discrimination
or supply-side barriers, and the second to the variation in observable characteristics between
men and women. Theoretical frameworks ascribing gender gap to discrimination are by
economists found hard to distinguish, but there are a few distinct characteristics that separate
them (Moser, 2012). The first is taste-based discrimination and implies that prejudice can be
interpreted as a distaste for a particular group of people (often minorities). The second is
statistical discrimination and points discrimination to incomplete information as easily
observable characteristics for a particular group of people is used to infer assumptions. Others
and more recent theories attribute the gender gap between men and women to differences in

psychological attributes, preferences and attitudes (Bertrand, 2011).

Gender Differences in Leadership

The gender gap in the VSLA leadership is found in this analysis to be pronounced and
correlated with observable characteristics. With this, the initial gender gap among the senior
leaders is reduced by about 14 percentage points (from 18.2 percent to 4.40 percent). Roughly
32 percent of the males are more likely to be senior leaders, whereas only 13 percent of the
females are in the same position. Being married or living in cohabitation increases the
likelihood of being a senior leader by 3 percent. The majority of the male senior leaders are not
only leaders in the VSLAs, but also in their homes as the household head. This is also highly

correlated with the likelihood of being a senior leader, and likewise, the education levels.

Women tend to be less educated than men, and not surprising given Uganda’s low rank on the
Gender Gap Index within this dimension (WEF, 2021). Some of the gender gap is explained
by observable characteristics but does not go completely away. This might indicate that the
remaining difference is due to discrimination, supply-side factors or other omitted variables.
Sperandio (2000) argues that schools can play an important role in the leadership development

of adolescent girls, where the overall findings are in harmony with this literature.
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Several other variables contribute to explaining the gender difference in senior leadership. In
particular, these are within member profiles, member attitudes and member opinions. The
information on members’ profiles reveals that female members of the VSLAs tend to live in
better housing conditions than men. However, far more men reported that every household
member owns a pair of shoes. This image is reversed among senior leaders, suggesting that the

female leaders are a relatively selected group and differ from the other women in the group.

Duflo (2012) finds that women are less likely to work, earn less than men for similar work, and
are more likely to find themselves in poverty while working. This is also the case among the
women in the VSLAs, despite the gender differences in terms of labor market participation are
negligible. The amount of VSLA members in work are somewhat similar for both men and

women, although the men earn almost half a million Ugandan shillings more than the women.

Women in higher-ranked positions are more independent and more likely to make their own
decisions. The implications that follow from this is somewhat contradictory to the findings on
IPV. Surprisingly, more women than men are seemingly more inclined to accept IPV.
Approximately 4 percent more female senior leaders than males are conformist and more likely
to behave according to society’s norms and rules, reflecting why women might typically tend
to face barriers in the attempt to advance to senior-level positions. Norms formed by gender
identities like ‘only men make good leaders’, enable men to more likely benefit from a ‘glass
escalator’, and women to typically confront a ‘glass ceiling’ (Ryan & Haslam, 2005). Most
participants in the sample believe that men and women should have equal chances of being
elected as VSLA leaders, with a sizable minority thinking that men make better leaders. Around
30% of the male senior leaders hold this view, where the number of men who share this point

of view increases for both junior leaders and members. The latter is also the case for women.

On the preferences related to the financial matters in the VSLAs, the male members tend to
have a somewhat higher preference for share size and savings. Among the senior leaders, this
preference is reversed. This might mirror the fact that the females are less well off than male
members, making them more willing to save when the wealth-gap reduces when in leadership
positions. The males’ preference for social funds is also higher than reported by the females,
and somewhat interesting given that existing literature shows that women are more sensitive to
catering to societal and child-related needs (Bhalotra & Clots-Figueras, 2014; Brollo &
Troiano, 2016; Paltseva, 2019).
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Gender Differences in the Perception of Influential Leaders

When it comes to the perception of who in the VSLAs are considered influential, men tend to
list fewer females as influential than women. Most men do not consider women in equal
positions influential, where this finding is consistent both among the senior leaders and the
junior leaders themselves. The gender effect of the individual in the perception of who is
influential is significant, where the effect for senior leaders is heterogeneous and higher than

that for the general members.

The results comply with researchers investigating the extent of discrimination depends on
gender and the gender composition of the committee involved in an evaluation process for
picking individuals for leadership positions (Bagues & Esteve-Volart, 2010; Bagues &
Zinovyeva, 2011; Pola & Scoppa, 2015). Pola & Scoppa (2015) bring evidence from academia
and show that gender discrimination in leadership can arise from the evaluators’ gender and
look at how this is related to the gender composition of the committees making these
evaluations. An interaction term is added to their model to investigate whether the probability
of the success of the candidates seeking to attain leadership positions is affected by the gender
composition of the election committee. This same intuition is transferable to the findings of
individual members listing which members are considered influential. The overall findings
show that the fraction of listed influential females increases more than proportionate to the
fraction of females in the VSLAs. Flabbi et al. (2019) show that females are better equipped to
read signs of productivity from female workers than men, consistent with the findings of

women being more likely to list women as influential than men.

Limitations

There are numerous potential pitfalls that one can encounter when conducting empirical
research. One potential weakness is the data and survey data errors due to respondents
answering according to social norms. More in-depth analysis could have been made by
assigning some qualitative data to shed light on some of the findings. Another weakness is the
possibility to run into omitted variable bias, misspecification of variables and the possibility of
reverse causality. In the assessment of gender differences among influential leaders, the data
revealed that few VSLAs have no women in senior leadership (i.e., men as presidents and
secretaries). This might have implied that most of the presented results could have been driven

by men since they are more likely to be listed as influential when leaders in the first place.
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Opportunities for Further Research

An interesting agenda related to this project involves seeing the variation of VSLA
performance among VSLAs with different gender structures in their leadership and investigate
if the remaining gender gap is owed to discrimination, and if so, what type. It would also be
interesting to see how other characteristics related to a members’ network, engagement in
VSLAs, as well as other supply-side factors (i.e., not factors determined by employers, co-
workers, government etc.). Other interesting analyses can build on how VLSA performance

depends on leadership, and the role of NGOs.

This study also calls for a greater understanding of why gender attitudes differ between the
genders. For instance, the root causes for why women are more likely to accept IPV and exhibit
conformist behavior. Additionally, this study gives room for further research in finding
explanations and associations with what could drive the differential between men and women

differ in the ways they find other women influential.
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Conclusion

In this analysis, gender gaps in leadership, and in particular among savings groups in Uganda
is investigated. This thesis delivers descriptive evidence on women’s leadership in VSLASs to
enhance an understanding of what might drive the differences between men and women. It
attempts to first measure gender gaps in VSLA leadership and an explanation for what drives
this gap. This by deliberately looking at observable characteristics, where much of the gender
differences are explained by observable characteristics related to member profiles, attitudes
and opinions. Secondly, it investigates gender differences in the perception of leaders
considered influential and finds evidence for potential structural barriers such as gender

composition in VSLAS restricting women from being considered as effective leaders.
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