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ABSTRACT 

This study examined the relationship between leadership styles, commitment, and the 

success of women-led projects within the Kampala Metropolitan Area. Guided by 

Transformational Leadership Theory, the research adopted a cross-sectional survey design 

and collected quantitative data from 73 women-led projects under the Uganda Women’s 

Network (UWONET). Data were analyzed using descriptive statistics, Pearson correlation, 

and multiple regression analysis. Results revealed a significant positive relationship between 

leadership styles and project success (r = .657, p < 0.05), and between commitment and 

project success (r = .680, p < 0.05). Regression analysis showed that leadership styles and 

commitment jointly explained 53.8% of the variance in project success (Adjusted R² = .538), 

with commitment (β = .443, p < 0.05) slightly outweighing leadership styles (β = .380, p < 

0.05) in predictive power. These findings highlight that effective servant and participative 

leadership, combined with high levels of team commitment, enhance cost efficiency, 

adherence to quality standards, timely completion, and stakeholder satisfaction. The study 

recommends targeted leadership training, mentorship programs, and structural support to 

strengthen both leadership and commitment in women-led initiatives. These findings 

contribute to leadership and project management literature while offering practical insights 

for policymakers, development partners, and women entrepreneurs striving for sustainable 

project outcomes. 
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CHAPTER ONE 

1.0 INTRODUCTION 

This chapter presents the introduction, background to the study, statement of the problem, 

purpose of the study, objectives of the study, research questions, scope of the study, 

significance of the study and the conceptual framework. 

 

1.1  BACKGROUND OF THE STUDY 

In Uganda, women-led projects play a crucial role in fostering socio-economic development, 

addressing poverty, and promoting gender equality, particularly in urban centers such as the 

Kampala Metropolitan Area (Uganda Bureau of Statistics, 2023; UNDP, 2024). Despite 

their potential, these initiatives face persistent challenges that affect project performance, 

including limited access to resources, societal biases, and systemic barriers to decision-

making authority (World Bank, 2020).  

 

While project success globally is often measured through indicators such as cost 

management, timely completion, scope fulfillment, and quality adherence (Kerzner, 2021), 

women-led projects in Uganda frequently underperform relative to these benchmarks. For 

example, a 2023 report by the Uganda Bureau of Statistics indicated that 45% of women-led 

projects exceeded their budgets or missed critical deadlines, with 30% delivering below 

expected quality standards. These findings emphasise the need to investigate the factors 

influencing project outcomes. 

 

Women-led projects are diverse, encompassing economic empowerment initiatives, 

educational and skills development programs, and health or social welfare interventions 

(World Bank, 2021; United Nations, 2021). They often emphasize community-centered 
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goals such as education, healthcare, and environmental sustainability, making their success 

essential not only for economic gains but also for social inclusion and long-term 

development. However, literature shows mixed evidence regarding the effectiveness of 

leadership within these initiatives. While transformational and participative leadership styles 

have been associated with higher motivation, trust, and team cohesion (Bass & Riggio, 

2006; Greenleaf, 1977), critics argue that such approaches may not fully account for 

structural and cultural challenges unique to women-led projects in developing countries 

(Northouse, 2021). This tension highlights a gap in understanding how leadership styles 

translate into tangible project success in the Ugandan context. 

More to say, project success is influenced not only by leadership but also by commitment, 

reflecting the emotional, normative, and continuance dedication of leaders and team 

members to their projects (Kwesiga et al., 2022; Uganda Bureau of Statistics, 2023). 

Affective commitment represents emotional attachment, continuance commitment reflects 

perceived necessity to remain involved, and normative commitment relates to a sense of 

duty. Despite its importance, few studies have examined how leadership styles and 

commitment jointly impact project outcomes, creating a critical knowledge gap. 

 

While women-led projects are important for Uganda’s socio-economic development, they 

face unique operational and leadership challenges. Existing literature provides insight into 

project success, leadership, and commitment separately; however, there is limited 

understanding of their interaction within women-led initiatives. This study, therefore, 

investigates the combined effect of leadership styles and commitment on the success of 

women-led projects in the Kampala Metropolitan Area, aiming to provide actionable 

insights for improving project performance and sustainability. 
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1.2 PROBLEM STATEMENT 

Project success is critical for achieving organizational goals and fostering economic growth, 

social development, and sustainability (Kerzner, 2021). In the Kampala Metropolitan Area, 

women-led projects play an important role in advancing local development and improving 

livelihoods (KCCA, 2021). Efforts to enhance project outcomes have included training 

programs and leadership workshops aimed at improving resource management, adherence to 

timelines, and quality delivery (UN Women Uganda, 2023; Muduwa, 2024). These 

programs often focus on technical skills such as budgeting, risk management, and 

scheduling, as well as leadership competencies including communication, decision-making, 

and team management. 

However, despite these interventions, many women-led projects continue to fall short of 

their objectives, with reports indicating that 45% exceed budgets or miss deadlines and 30% 

deliver below expected quality standards (Uganda Bureau of Statistics, 2023). These 

persistent performance gaps may be linked to ineffective leadership styles and low 

employee commitment (Oyewobi et al., 2020). Poor leadership, lacking trust and 

empowerment, can reduce motivation and weaken team dynamics, while weak commitment 

hampers productivity and innovation. Yet, little is known about how leadership styles and 

employee commitment interact to influence project success in this context. 

If this trend continues, it will significantly hinder local economic growth and limit the 

positive impact of women-led projects on community development. Therefore, this study 

examines the combined effect of servant leadership, participative leadership, and 

commitment on the success of women-led projects in the Kampala Metropolitan Area, 

addressing both a practical and theoretical gap in understanding project performance. 
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1.3 PURPOSE OF THE STUDY 

The purpose of this study is to investigate the relationship between leadership styles, 

commitment, and the success of women-led projects within the Kampala Metropolitan Area.  

 

1.4 OBJECTIVES OF THE STUDY 

1. To examine the relationship between leadership styles and the success of women-led 

projects within the Kampala Metropolitan Area  

2. To examine the relationship between commitment and the success of women-led projects 

within the Kampala Metropolitan Area  

3. To examine the combined effect of leadership styles and commitment on the success of 

women-led projects within the Kampala Metropolitan Area 

1.5 RESEARCH QUESTIONS 

1. What is the relationship between leadership styles and the success of women-led projects 

within the Kampala Metropolitan Area?  

2. What is the relationship between commitment and the success of women-led projects 

within the Kampala Metropolitan Area?  

3. What is the combined effect of leadership styles and commitment on the success of 

women-led projects within the Kampala Metropolitan Area? 
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1.6 SCOPE OF THE STUDY  

1.6.1 Subject scope  

This study focused on examining the influence of leadership styles and commitment on the 

success of women-led projects in the Kampala Metropolitan Area. Specifically, it 

investigated how these leadership practices, as well as commitment, affect key project 

success indicators such as cost efficiency, adherence to quality standards, timely completion, 

and the fulfillment of project scope. The study focused on women-led projects because they 

play a central role in advancing community development and economic empowerment, yet 

they continue to face challenges related to leadership, resource management, and 

sustainability. Examining these projects provided insight into how leadership styles and 

commitment influence their performance, offering evidence that can strengthen women’s 

leadership capacity and improve project outcomes. 

1.6.2 Geographical scope 

The Kampala Metropolitan Area, which included the divisions of Kampala, Kawempe, 

Makindye, Nakawa, and Rubaga, were recognized as the economic heart of Uganda. As per 

the Uganda Bureau of Statistics (2023), the area was home to a significant proportion of the 

country’s urban population, with Kampala city alone accounting for a large share of the 

national GDP. Additionally, numerous women-led projects in the region focused on key 

sectors such as education, health, entrepreneurship, and environmental conservation, 

reflecting the city's role as a hub for community-driven initiatives. A report by the United 

Nations (2021) also highlighted the Kampala Metropolitan Area as a focal point for 

interventions aimed at promoting gender equality and women’s empowerment, with several 

projects targeting capacity building and resource mobilization for women entrepreneurs. 

Studies by organizations like the Uganda Women's Network (UWN) also indicated that the 
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Kampala Metropolitan Area hosts the highest number of women-led community 

development projects in Uganda, further justifying its selection for this study. Additionally, 

the area's socio-economic diversity and ongoing challenges in project implementation make 

it an ideal location to explore the influence of leadership on project success. 

1.6.3 Time Scope 

The projects under investigation covered a ten-year period from 2015 to 2025. This 

extended period provided a sufficiently long horizon to assess trends in leadership practices 

and their influence on the success of women-led projects within the Kampala Metropolitan 

Area. Projects within this range were selected because they provide both recent and 

historical evidence, making it possible to capture how leadership practices evolved and how 

they affected project outcomes over time. In particular, this period covered the era of 

intensified policy and donor support for women’s empowerment initiatives in Uganda, 

thereby offering a rich context for the study. 

 

1.7 SIGNIFICANCE OF THE STUDY 

Women Leaders: The study provided critical insights for women leaders in the Kampala 

Metropolitan Area, enabling them to adopt more effective leadership practices. By 

understanding the impact of servant and participative leadership styles, they better managed 

their projects to achieve cost efficiency, quality, and timely completion, thereby enhancing 

overall project success. This not only improved their leadership skills but also contributed to 

the sustainability and long-term growth of their initiatives. 

Policymakers and Development Agencies: The study's findings offer valuable evidence 

for policymakers and development agencies, such as government bodies and non-

governmental organizations (NGOs), to design and implement targeted programs that 
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support women-led projects. By identifying the most effective leadership styles, as well as 

the effect of commitment, policymakers can craft policies and initiatives that address 

leadership gaps and promote the success of women entrepreneurs, ultimately boosting local 

economic development and social progress. 

Organizations Supporting Women Entrepreneurs: Development organizations, financial 

institutions, and mentorship programs that support women entrepreneurs can use the study's 

insights to tailor their support programs. These organizations can promote leadership 

practices that drive project success, fostering more sustainable and impactful initiatives 

among women entrepreneurs. 

Academia and Researchers: This study adds to the growing body of academic literature on 

leadership in the context of women-led projects, particularly within the unique socio-

cultural environment of the Kampala Metropolitan Area. By comparing servant and 

participative leadership styles, it adds localized insights to global leadership theories and 

encourages further research on gender-specific leadership dynamics. 

Community and Society: The study indirectly benefits local communities by fostering the 

success of women-led projects that contribute to societal development. When these projects 

succeed, they generate employment, improve livelihoods, and drive community 

transformation, creating a ripple effect that fosters sustainable economic and social growth. 
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1.8 CONCEPTUAL FRAMEWORK 

 

 

 

 

 

 

 

 

 

 

Adapted from the works of Burns (1978); Bass & Riggio (2006); Meyer & Allen (1991); and 

Müller & Turner (2007). 

The conceptual framework illustrates the variables under study that clarify the research 

problem. In the framework above (Figure 1), leadership styles (servant and participative 

leadership) and commitment (affective, continuance, and normative commitment) are the 

independent variables, while project success (measured by time efficiency, budget adherence, 

scope fulfillment, and stakeholder satisfaction) is the dependent variable. 

The framework illustrates that leadership styles, which focus on ethical behavior, 

empowerment, and inclusivity, influence project success by enhancing team cohesion, trust, 

and decision-making effectiveness. Likewise, commitment, as reflected in emotional 

attachment (affective), perceived necessity (continuance), and moral obligation (normative), 

affects project performance by fostering resilience, engagement, and retention among 

project members. 

Leadership Styles 

 Participative  

 Servant 

Commitment 

 Affective 

 Continuance 

 Normative 

Project Success 

 Time 

 Budget 

 Scope 

 Customer 

satisfaction 
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Furthermore, the framework highlights the combined effect of leadership styles and 

commitment, suggesting that when servant and participative leadership approaches are 

coupled with strong commitment levels, they synergistically enhance the likelihood of 

achieving successful projects.  
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CHAPTER TWO 

LITERATURE REVIEW 

INTRODUCTION 

This chapter presents a comprehensive review of the literature relevant to the study. It 

begins with a discussion of the theoretical foundations guiding the research, followed by a 

detailed examination of the key variables, leadership styles, commitment, and project 

success. The chapter also explores the relationships between these variables in the context of 

the conceptual framework, highlighting how previous studies have investigated their 

interactions and identifying gaps that this study aims to address. 

2.1 Theoretical Review  

This research is grounded in Transformational Leadership Theory, originally introduced by 

James MacGregor Burns in 1978 and later expanded by Bernard Bass and Ronald Riggio in 

2006. Initially conceptualized to distinguish between transformational and transactional 

leadership, Burns’ work emphasized leaders who motivate followers beyond self-interest, 

fostering higher levels of morale, performance, and ethical standards (Burns, 1978). Bass 

elaborated on this, suggesting that idealized influence, personalized attention, intellectual 

stimulation, and inspirational motivational components are ways that transformative leaders 

motivate followers that have since become the foundation of the idea (Bass & Riggio, 2006).  

Transformational leadership, therefore, moves beyond traditional, transactional approaches 

by encouraging leaders to prioritize team development and long-term goals, aligning closely 

with values found in servant and participative leadership.  

Transformational Leadership Theory rests on key elements essential for motivating 

individuals and driving organizational success. The fundamental ideas of the theory are 

intellectual stimulation, which promotes creativity and problem-solving; idealized influence, 
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where leaders act as role models; inspiring motivation, which entails articulating a 

compelling goal; and individualized consideration, where Leaders attend to the personal 

development needs of their followers (Northouse, 2021). These elements aim to develop 

follower autonomy, engagement, and a collective commitment to achieving organizational 

objectives. By aligning with servant leadership's ethical focus and participative leadership’s 

inclusion of follower input, transformational leadership supports an adaptive, inclusive 

approach that resonates within diverse project contexts (Hikmah et al., 2024). 

Transformational Leadership Theory, however, operates on several assumptions that can 

limit its applicability. A primary assumption is that leaders inherently possess qualities of 

charisma and integrity, which may not be universally present or effective across varying 

organizational cultures (Yukl, 2013). Additionally, the theory presupposes that followers 

will respond positively to inspirational and individualized approaches, which may not align 

with all socio-economic or cultural contexts, especially in developing regions where 

structural constraints play a significant role (Northouse, 2021). Moreover, transformational 

leadership’s emphasis on leader influence may overshadow critical structural processes or 

team-based dynamics essential for project success in complex environments (Tourish, 2013). 

Critiques of transformational leadership highlight potential limitations. While it emphasizes 

leader-follower relationships, the theory may downplay organizational systems and context-

specific challenges that significantly impact project performance, such as resource 

constraints and socio-political factors (Tourish & Pinnington, 2002). In gender-specific 

contexts like women-led projects, transformational leadership’s applicability may be limited 

by its dependence on charismatic influence rather than fostering structural support and 

resilience for the followers. This approach may inadvertently place undue responsibility on 

leaders to inspire change, potentially overlooking systemic barriers that affect women-led 

project success (Yadav & Lenka, 2022).  
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Despite these limitations, Transformational Leadership Theory is highly relevant to this 

study, particularly for understanding the success of women-led projects within the Kampala 

Metropolitan Area. Its focus on leader-follower trust, collaborative decision-making, and 

follower empowerment aligns well with the principles of servant and participative leadership, 

both of which are instrumental in addressing the unique challenges faced by women-led 

projects, such as resource limitations and structural inequalities (Burns, 1978; Bass & Riggio, 

2006). Furthermore, integrating leadership styles and commitment sheds light on how they 

can drive project success indicators like cost efficiency, quality adherence, and timely 

completion in diverse socio-economic contexts. 

2.2 Review of the Variables 

2.2.1 Leadership Styles 

Leadership styles define the approaches that leaders take in influencing their teams, shaping 

decision-making, and fostering organizational success (Hyder, 2024). Servant leadership and 

participative leadership are two predominant styles that emphasize inclusivity, ethical 

behavior, and trust. These leadership models are particularly significant in women-led 

projects, where fostering collaboration and overcoming systemic barriers are critical for 

success (Hikmah, Subyantoro, Puspitaningrum, & Nasrulloh, 2024). However, while both 

leadership styles offer advantages, they also present limitations, especially in resource-

constrained environments such as the Kampala Metropolitan Area. 

Servant leadership prioritizes the well-being and development of team members over 

personal or organizational benefits (Northouse, 2021). Recent studies highlight that this 

leadership approach enhances project team motivation, emotional intelligence, and trust, 

leading to improved project outcomes (Nauman et al., 2022). Additionally, servant 
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leadership has been linked to higher job satisfaction and project team effectiveness, 

particularly in mission-driven organizations (Mkandawire et al., 2024). However, critics 

argue that this leadership style may be less effective in high-stakes, time-sensitive projects 

due to its emphasis on consensus-building rather than rapid decision-making (Ali et al., 

2023). 

Another emerging critique is that while servant leadership fosters psychological safety, it 

does not necessarily reduce job stress in high-pressure environments (Malik et al., 2022). 

This is particularly relevant in women-led projects, where leaders often face additional 

societal and financial constraints that demand a balance between empowerment and strategic 

decisiveness. Additional research is required to examine how servant leadership can be 

adapted to time-sensitive and resource-constrained environments, especially in developing 

economies. 

Participative leadership, also called democratic leadership, fosters inclusivity by engaging 

team members in decision-making (Yukl, 2020). This approach has been found to increase 

team engagement, commitment, and innovation, making it particularly valuable in projects 

that require collaboration and adaptability (Han & Zhang, 2024). Research in project-based 

teams further confirms that participative leadership is effective in fostering a shared sense of 

responsibility, which can improve the quality and sustainability of project outcomes (Bilal et 

al., 2020). 

However, while participative leadership enhances project team cohesion, it is not always 

ideal for fast-paced, high-risk decision-making. Some studies caution that the consensus-

driven nature of participative leadership may slow down urgent decision-making processes, 

which can be detrimental in crisis situations (Yu et al., 2021). This critique suggests that 



14 
 

while participative leadership is beneficial in women-led community projects, it may need to 

be complemented with more directive decision-making approaches in critical situations. 

Both servant and participative leadership styles emphasize empowerment and trust, which 

are essential for driving project success. Empowered teams are more likely to be proactive, 

committed, and resilient, particularly in social-impact projects (Zada et al., 2023). However, 

research indicates that empowerment without clear guidance can lead to role ambiguity and 

inefficiencies, particularly in large-scale or multi-stakeholder projects (Ali et al., 2023). 

Servant and participative leadership styles were selected because they reflect the 

collaborative and empowerment-based nature of women-led projects. These styles promote 

shared decision-making, trust, and inclusivity factors known to enhance performance in 

community-focused initiatives. Literature also shows that women leaders commonly adopt 

relational and democratic approaches, making these two styles both theoretically relevant 

and contextually appropriate for assessing their influence on project success. 

Trust, another key component of both leadership styles, plays a critical role in ensuring team 

cohesion and reducing workplace conflict. Recent studies confirm that high-trust 

environments lead to stronger team collaboration and improved decision-making processes 

(Nauman et al., 2023). However, challenges such as limited access to technology and 

financial constraints can hinder transparent information-sharing in resource-constrained 

environments, reducing trust and overall project effectiveness (Mkandawire et al., 2024). 

2.2.2 Commitment 

Commitment remains a fundamental driver of individual motivation, performance, and 

retention within organizations and projects (Abbas & Graepel, 2024). It is typically 

described as a person's psychological connection to and commitment to an organization or 
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project, influencing their willingness to work towards shared goals. Over the years, research 

has conceptualized commitment into three primary types: affective, continuance, and 

normative, each with distinct implications for organizational success (Meyer, Stanley, 

Herscovitch, & Topolnytsky, 2002). 

However, while commitment is often regarded as a positive force, recent studies reveal 

nuanced impacts, including its potential to constrain adaptability and innovation when 

individuals feel obligated to remain in an organization for reasons beyond personal 

fulfillment (Zhao, Tian, Sun, & Zhang, 2021). This section explores recent perspectives on 

commitment, particularly in the context of women-led projects. 

The emotional connection people have to a team, project, or organization is known as 

affective commitment. Higher engagement, job happiness, and productivity are the results of 

employees with high affective commitment who strongly identify with the organization's 

objectives and core values (Wang, Wang, Alam, Murad, Gul, & Gill, 2022). Recent research 

confirms that affective commitment significantly reduces turnover intentions and enhances 

performance (Hadi & Tentama, 2020). 

Additionally, studies indicate that affective commitment is the most influential predictor of 

employee retention and organizational effectiveness, surpassing both continuance and 

normative commitment (Natividad et al., 2024). In women-led projects, affective 

commitment can be particularly impactful, fostering resilience among female leaders and 

employees who may feel a personal investment in overcoming societal and economic 

barriers (Essuman, Boso, Addo Asamany, Ataburo, & Asiedu-Appiah, 2024). However, 

despite these benefits, over-reliance on affective commitment without tangible rewards or 

career progression can lead to burnout, particularly in mission-driven but resource-

constrained environments (Khan et al., 2021). 
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Continuance commitment is driven by an individual’s logical evaluation of the risks and 

benefits associated with remaining in an organization or project. It is often driven by 

financial security, lack of alternative opportunities, or accumulated experience that would be 

costly to abandon. While this form of commitment reduces turnover, it does not necessarily 

enhance job satisfaction or motivation. 

Recent research finds that continuance commitment can lead to stagnation and lower 

engagement, as individuals may feel "trapped" rather than inspired to contribute (Hutabarat 

et al., 2024). This has significant implications for women-led projects, where economic 

constraints and limited career mobility may compel employees to remain in roles even when 

they feel undervalued. Furthermore, studies highlight that continuance commitment is the 

weakest predictor of organizational effectiveness, suggesting that while it provides 

workforce stability, it does not necessarily foster innovation or long-term engagement 

(Ikyanyon & Agber, 2020). 

Normative commitment, which is frequently impacted by social norms, loyalty, or moral 

principles, is a person's sense of moral obligation to stick with a project or organization. 

Strong normatively committed workers feel they "ought to" stay, despite their lack of 

personal fulfillment.  This commitment can be beneficial in fostering long-term dedication, 

particularly in organizations with a strong social responsibility ethos (Oh & Sawang, 2021). 

However, normative commitment is not always positively correlated with performance. 

Studies suggest that when employees feel obligated rather than intrinsically motivated, their 

work quality may suffer, leading to resentment, disengagement, or even passive resistance 

(Gulzar, 2021). This is particularly relevant in women-led projects, where social 

expectations around community service and gender roles may inadvertently pressure 

individuals to remain in roles that do not align with their career ambitions. 
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Recent studies show that the efficacy of commitment depends on the organizational context. 

In women-led projects, affective commitment enhances motivation and teamwork, but 

continuance commitment may hinder creativity and flexibility (Essuman et al., 2024; Zhao 

et al., 2021). Likewise, normative commitment fosters loyalty but can create emotional 

strain if not balanced with clear career incentives (Vandenberghe, Mignonac, & Manville, 

2015). Affective commitment is the best indicator of project success, according to a study on 

commitment in NGO projects, whereas continuance commitment contributed little beyond 

retention, and normative commitment had mixed effects depending on perceived fairness 

(Emejeit et al., 2021). This underscores the need for women-led projects to strategically 

cultivate affective commitment while mitigating the negative aspects of continuance and 

normative commitment. 

2.2.3 Project Success 

Beyond simply finishing a project on schedule and under budget, project success is a varied 

term. It entails fulfilling stakeholder expectations, attaining intended results, and 

guaranteeing long-term advantages (Chasanah, Gunawan, & Baroudi, 2023). Modern 

research places more emphasis on stakeholder satisfaction, strategy alignment, and long-

term impact than traditional models, which have used the "iron triangle" criteria of time, 

money, and scope to judge project success (Pankratz & Basten, 2022).  

Despite conceptual advancements, debate remains on the most effective metrics for success, 

particularly in diverse environments such as women-led projects, where socio-cultural 

factors may influence project outcomes (Köroğlu & Yıldırım, 2023). This review examines 

recent literature on the key dimensions of project success, emphasizing its relevance to 

women-led initiatives.  
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Time management is often considered a primary measure of project success, as timely 

completion enhances credibility and stakeholder satisfaction. Recent studies confirm that 

time management significantly influences efficiency and perceived project value, 

particularly in high-stakes industries (Zid et al., 2020).  

However, emerging research challenges the strict adherence to timelines, particularly in 

complex, resource-constrained environments. Some scholars argue that adaptive scheduling, 

rather than rigid timelines, is more effective for dynamic and community-based projects, 

including women-led initiatives (Locatelli et al., 2023). The flexibility to adjust schedules 

based on evolving challenges can lead to greater innovation, problem-solving, and overall 

project resilience. This perspective is particularly relevant for women-led projects in 

developing economies, where unexpected delays due to financial constraints or logistical 

challenges are common.  

Budget management is essential to project success, impacting feasibility, resource allocation, 

and long-term sustainability (Chukwuma-Eke, Ogunsola, Isibor, & Anfo Pub, 2021). 

Traditional models emphasize strict financial control to avoid cost overruns, which remains 

a key concern in large-scale projects (Bilir, 2022). However, contemporary research 

suggests that budget flexibility, the ability to reallocate funds based on project needs, is 

essential for managing unexpected costs and ensuring adaptability (Cărămidaru & Ionică, 

2021). This is particularly relevant for women-led projects, where access to financial 

resources is often constrained by systemic funding barriers.  

Studies also highlight the impact of financial literacy among project leaders on project 

success. Recent findings indicate that projects led by individuals with strong financial 

management skills tend to experience fewer budgetary shortfalls and deliver higher-quality 
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outcomes (Saad et al., 2020). This accounts for the need for targeted financial training for 

women leading development projects.  

Project scope defines the objectives, deliverables, and key features of a project (Hanna, 

Lutkevich, & Pratt, 2024). Scope clarity reduces project drift, enhances efficiency, and 

ensures alignment with stakeholder expectations (Sastoque-Pinilla et al., 2022). However, 

rigid scope definitions may be counterproductive in dynamic environments where 

stakeholder needs evolve. This challenge is particularly pronounced in women-led projects, 

where socio-economic factors often necessitate frequent project adjustments (Luchko, 2022).  

Research highlights that flexible scope management, allowing for adaptive adjustments 

while maintaining core objectives, leads to higher stakeholder satisfaction and long-term 

impact (Verner & Sarwar, 2021). This reinforces the argument that women-led projects may 

benefit more from agile and adaptive project methodologies rather than traditional, rigid 

scope control frameworks.  

Stakeholder satisfaction is now recognized as a key determinant of project success, 

reflecting the degree to which a project meets or exceeds the expectations of its end-users, 

funders, and community members (Kolasa & Modrzejewska, 2020). However, measuring 

stakeholder satisfaction remains challenging in women-led projects, where cultural 

expectations, diverse beneficiary needs, and gender dynamics may influence perceptions of 

success (Maqbool et al., 2020).  

Recent studies emphasize the role of participatory decision-making in enhancing stakeholder 

satisfaction. Projects that actively involve beneficiaries in decision-making processes report 

higher success rates, as engagement fosters a sense of ownership and alignment with 

community needs (Bugarčić & Slavković, 2022). This suggests that women-led projects, 
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which often emphasize inclusive leadership, may be uniquely positioned to achieve higher 

stakeholder satisfaction when engagement is prioritized.  

2.3 Relationship between the variables  

2.3.1 Relationship Between Leadership Styles and the Success of Women-Led Projects  

The relationship between leadership styles and project success, particularly in women-led 

initiatives, has gained increasing scholarly attention. Research highlights that participative 

and servant leadership positively impact project outcomes by fostering empowerment, 

inclusivity, and ethical behavior (Han & Zhang, 2024). However, the effectiveness of these 

leadership styles is context-dependent, and external socio-cultural barriers may influence 

their applicability in women-led projects.  

Servant leadership, introduced by Greenleaf (1970), emphasizes placing team members' 

needs before organizational gains. This approach has been found to enhance team cohesion 

and project commitment, which are essential for overcoming challenges in resource-limited 

settings (Nauman et al., 2022). Servant leadership fosters a supportive environment where 

team members feel valued and empowered, leading to greater project success (Ali et al., 

2023). Recent studies indicate that servant leadership positively impacts project success by 

minimizing work withdrawal and enhancing employee engagement. However, its 

effectiveness may be moderated by team members' level of project identification (Han & 

Zhang, 2024). This means that while servant leadership can enhance motivation, it may not 

be as effective in projects where team members lack a strong personal connection to the 

work.  

Additionally, while servant leadership is widely regarded as beneficial, some scholars 

caution that an excessive focus on employee well-being may reduce task orientation 



21 
 

(Raghavan & Chinta, 2022). This critique is particularly relevant for women-led projects in 

competitive environments, where balancing supportive leadership with performance-driven 

decision-making is crucial (Ma et al., 2023).  

Participative leadership encourages shared decision-making and collaboration, which has 

been shown to increase team morale, trust, and commitment (Mata et al., 2023). This 

leadership style is particularly effective in women-led projects, where inclusive decision-

making and stakeholder involvement are key factors for sustainability (Han & Zhang, 2024).  

Studies in IT and service industries indicate that participative leadership enhances 

innovation and problem-solving by encouraging employees to share knowledge and 

collaborate (Mata et al., 2023). This insight is particularly valuable for women-led projects 

in development and nonprofit sectors, where community involvement and stakeholder 

engagement are essential for success (Ma et al., 2023). However, some critics argue that 

participative leadership may hinder efficiency in projects with tight deadlines and high-

pressure demands (Raghavan & Chinta, 2022). Since this leadership style relies on 

consensus-building, it can slow down decision-making, a concern that is particularly 

relevant in competitive industries or fast-paced environments (Mata et al., 2023). 

2.3.2 Relationship Between Commitment and the Success of Women-Led Projects  

Commitment is a crucial factor in determining the success of projects, influencing team 

motivation, performance, and retention. Meyer and Allen’s (1991) three-component model 

of commitment, affective, continuance, and normative, has been widely validated in 

organizational psychology. Affective commitment, or emotional attachment to the project, 

has been associated with higher engagement and resilience, which are essential for 

overcoming challenges in women-led projects (Meyer & Parfyonova, 2019). Studies indicate 
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that affective commitment fosters a supportive environment where team members are more 

likely to collaborate effectively, a critical factor for project success in community-focused 

initiatives (Newman et al., 2020). More recent findings confirm that affective commitment 

reduces turnover intention and increases job satisfaction, making it a key determinant of 

project stability and success (Hutabarat et al., 2024). Furthermore, affective commitment has 

been shown to enhance teamwork and ethical behavior, both of which are critical in women-

led projects that prioritize community engagement and inclusivity (Natividad et al., 2024).  

Continuance commitment, however, has a more complex relationship with project success. 

This type of commitment is based on an individual’s calculation of the costs of leaving the 

project, which can foster stability but may also reduce motivation if individuals feel 

constrained (Lee & Huang, 2019). In women-led projects, where resource limitations are 

common, continuance commitment may prevent turnover but could also result in a lack of 

innovative thinking if team members feel “stuck” (Newman et al., 2020). Some recent 

studies suggest that continuance commitment can reduce turnover intention but does not 

necessarily lead to improved performance, as employees may remain in projects due to 

necessity rather than genuine motivation (Dwiyanti et al., 2022). However, other research 

argues that continuance commitment can be beneficial when supported by professional 

development opportunities, which allow employees to feel more engaged while ensuring 

project sustainability (Okwudili et al., 2022).  

Normative commitment, the sense of obligation to stay, is linked to ethical responsibility 

and loyalty. Studies such as Harris and Florentine (2021) suggest that normative 

commitment can enhance project sustainability, as team members feel a moral duty to 

contribute. However, this can also lead to burnout if individuals feel compelled to stay in 

challenging conditions without adequate support (Kim et al., 2021). More recent findings 
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indicate that normative commitment can be a double-edged sword, increasing retention and 

loyalty but may negatively impact mental well-being if employees remain in unfavorable 

conditions out of a sense of duty (Shrestha et al., 2024). For women-led projects in 

development sectors, normative commitment can be beneficial but must be balanced to 

avoid negative impacts on well-being. Research further suggests that organizations with 

strong ethical cultures can channel normative commitment into a source of motivation rather 

than obligation, making it a constructive force for long-term project success (Nguddo & 

Donguiz, 2024).  

2.3.3 Combined Effect of Leadership Styles and Commitment on the Success of 

Women-Led Projects  

When leadership styles are paired with strong commitment, they can create a powerful 

synergy that enhances project success. Scholars suggest that servant and participative 

leadership, when aligned with affective and normative commitment, can foster collaboration, 

resilience, and long-term project sustainability (Nauman et al., 2022). Johnson and Iyer 

(2020) found that women-led projects in Kenya achieved higher success rates when leaders 

demonstrated servant leadership qualities and encouraged affective commitment. This 

combination was linked to increased dedication among team members, even in resource-

constrained environments. Recent studies reinforce this finding, indicating that servant 

leadership enhances project success by increasing team motivation and reducing project 

withdrawal (Ellahi et al., 2022). Moreover, servant leadership has been shown to reduce job 

stress and enhance project commitment, further boosting project effectiveness in non-profit 

and community-driven initiatives (Malik et al., 2022).  

Gupta and Mahajan (2021) studied participative leadership in Indian microenterprise 

projects and found that it, when combined with normative commitment, resulted in higher 
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project sustainability. The participative approach encouraged team members to engage 

deeply in decision-making, while normative commitment reinforced a collective sense of 

duty to the community. These findings align with Meyer and Herscovitch’s (2001) theory 

that commitment enhances leadership effectiveness by aligning team members’ intrinsic 

motivations with project goals. However, the combined effect of commitment and leadership 

styles is not universally positive. Wilkinson and Ali (2021) caution that high continuance 

commitment combined with participative leadership may stifle innovation, as individuals 

may hesitate to suggest alternative strategies due to a perceived lack of mobility. Similarly, 

studies in project-based industries reveal that while participative leadership fosters team 

engagement, its impact may be diminished in environments where team members remain 

committed out of obligation rather than enthusiasm (Raghavan & Chinta, 2022).  

Recent research also suggests that the effectiveness of participative and servant leadership is 

contingent upon contextual factors, including organizational culture and governance 

structures (Nauman et al., 2023). In particular, women-led projects in developing economies 

may require additional structural support, such as financial backing and strategic planning 

frameworks, to fully leverage the benefits of leadership-commitment synergies (Mkandawire 

et al., 2024).  

Therefore, the literature supports a positive connection between leadership styles, 

commitment, and the outcomes of women-led projects, with a general consensus that 

participative and servant leadership, when aligned with affective and normative commitment, 

drive optimal outcomes. However, challenges exist, particularly when commitment becomes 

a limiting factor in adaptability, underscoring the need for balanced, flexible leadership in 

women-led initiatives. 

. 
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CHAPTER THREE 

METHODOLOGY 

INTRODUCTION 

This chapter outlines the research methodology used to investigate the effect of leadership 

styles and commitment on the success of women-led projects in the Kampala Metropolitan 

Area. It details the research design, study population, sampling techniques, data collection 

methods, measurement of variables, and data analysis procedures. The chapter also explains 

the rationale for the selected methods and provides justification for the statistical techniques 

employed, ensuring the study’s validity, reliability, and overall rigor. 

3.1 Research Methodology  

This section detailed the methodological framework adopted for the study, covering the 

research design, study population, sampling approach, data sources, data collection 

techniques, variable measurement, and measures taken to guarantee the reliability and 

validity of instruments. Additionally, this section elaborates on data processing, analysis, 

presentation methods, ethical considerations, and potential limitations that might arise 

throughout the course of the study.  

3.2 Research Design  

The study adopted a cross-sectional survey design combined with a quantitative approach, 

which was suitable for collecting data at a specific point in time. This design enabled the 

efficient assessment of the relationships between servant leadership, participative leadership, 

commitment, and project success among women-led projects. It was particularly appropriate 

for this study because it allowed data to be collected from multiple stakeholders across a 

diverse range of projects operating under the Uganda Women’s Network (UWONET), 
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providing a broad and representative understanding of leadership practices and project 

outcomes. 

The cross-sectional survey design was chosen because it aligned with the study’s objectives 

of examining associations rather than establishing causality. It also supported the use of 

statistical techniques such as correlation and multiple regression analyses to determine the 

strength and significance of relationships among variables. Furthermore, this design was 

cost-effective, time-efficient, and practical given the geographical dispersion and operational 

diversity of the projects. While it could infer causal relationships, it provided valuable 

insights into existing patterns of leadership, commitment, and project success, forming a 

foundation for future longitudinal studies. 

The unit of analysis for this study was the individual project, with data aggregated from key 

stakeholders including project leaders and staff to obtain project-level measures for 

leadership styles, commitment, and success indicators. 

3.3 Study Population  

A total of 97 projects affiliated with UWONET constituted the population of interest, 

representing a diverse cross-section of leadership practices and operational challenges 

(UWONET Annual Report, 2023). The study focused on women-led projects operating 

under UWONET, an umbrella organization of national women’s NGOs and individual 

advocates for women's empowerment in Uganda. The projects included in the study were 

mainly community-based initiatives focusing on economic empowerment, skills 

development, and health or social welfare. UWONET supports numerous initiatives that 

address health, education, economic empowerment, and social justice within the Kampala 
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Metropolitan Area. These projects are led by women and aim to foster sustainable 

community development.  

3.4 Sample Size and Selection Procedure  

According to Krejcie and Morgan's (1970) sample size determination table, the study 

sampled 78 projects from the population of 97. A simple random sampling technique was 

applied to ensure that each project had an equal opportunity for inclusion, reducing selection 

bias and improving the sample's representativeness. Purposive sampling was used to select 3 

senior project staff from each project as the principal respondents for this study. These 

included: a woman project manager, a supervisor, and an Employee. These were chosen 

because they were deemed fit to furnish recent and reliable information to the study, since 

they were the ones who interact with the day-to-day operations of these women-led projects 

under study. The unit of analysis was women-led projects, and the unit of inquiry was 

women project managers, supervisors, and Employees. This approach was practical and 

ensured a broad representation of leadership practices and project outcomes within 

UWONET's network. Simple random sampling is particularly effective in ensuring 

objectivity and fairness, critical for studies involving a diverse range of stakeholders (Fowler, 

2013).  

3.5 Sources of Data  

Primary data was gathered from representatives of the selected projects under UWONET. 

These representatives, typically project leaders or coordinators, were well-positioned to 

provide insights into leadership practices and their impact on project success.  

3.6 Data Collection Methods and Instrument  

Data was collected using a standardized questionnaire with a five-point Likert scale that 

ranged from "strongly disagree" to "strongly agree." Because the questionnaire was closely 

related to the goals of the study, it was possible to get standardized answers that made 
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statistical analysis easier. Surveys were effective for gathering large volumes of data from 

numerous participants in a short timeframe, particularly in organizational settings (Creswell 

& Creswell, 2017). The Likert scale allowed respondents to express varying levels of 

agreement, providing nuanced insights into their perceptions of servant and participative 

leadership practices and their influence on project success.  

3.7 Reliability and Validity of the Measurement Instrument  

To guarantee reliability and validity, the study implemented a rigorous evaluation process. 

Content validity was assessed using the Content Validity Index (CVI), with experts in 

leadership, project management, and gender studies reviewing the questionnaire to confirm 

its relevance, clarity, and contextual appropriateness. Academic supervisors also reviewed 

the instrument to provide additional feedback. Reliability was evaluated using Cronbach’s 

alpha, targeting a coefficient of 0.7 or higher to confirm the internal consistency of the 

scales. This dual focus ensured that the research instrument captured the intended variables 

accurately and consistently (Nunnally, 1978).  

Variable  
Cronbach Alpha 

Coefficient  
Items  

Content Validity 

Index  

Leadership Styles .890 10 .800 

Commitment .756 15 .800 

Project Success .888 20 .850 

 

3.8 Data Processing, Analysis, and Presentation  

Before being examined using SPSS (Statistical Package for Social Sciences) version 23, the 

collected data was revised, coded, and cleaned. The data was summarized using descriptive 

statistics such as means, standard deviations, percentages, and frequencies, while inferential 

statistics determined connections among the variables. The mean was computed to show the 

average level of each variable, indicating the general tendency of responses, while the 
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standard deviation measured how much responses varied around the mean. In other words, 

the mean showed the overall level, and the SD showed whether responses were consistent or 

varied across projects. By highlighting trends and patterns, these analyses offered practical 

insights into how leadership behaviors affect project performance. For ease of understanding 

and accessibility, the results were displayed in tables and charts.  

3.9 Operationalization of Study Variables  

The study variables were operationalized based on theoretical and empirical literature to 

ensure validity and reliability. The independent variable, leadership styles, was measured 

through two dimensions: participative leadership and servant leadership. Participative 

leadership was assessed using indicators such as involvement of team members in decision-

making, openness to employee input, and delegation of responsibilities (Yukl, 2020). 

Servant leadership was measured through indicators including empathy, ethical conduct, 

commitment to the growth of others, and prioritisation of follower needs (Liden, Wayne, 

Zhao, & Henderson, 2008). These dimensions were measured using a structured 

questionnaire with items rated on a five-point Likert scale, adapted from standardised 

instruments such as the Servant Leadership Questionnaire (SLQ) and Leadership Style 

Questionnaire (LSQ).  

The second independent variable, commitment, was measured using the Three-Component 

Model of Organizational Commitment by Meyer and Allen (1991), comprising affective, 

continuance, and normative commitment. Affective commitment was assessed through 

indicators such as emotional attachment to the project and alignment with project goals. 

Continuance commitment was measured based on the perceived costs of exiting the project 

or organisation. Normative commitment was assessed by the extent to which individuals feel 

obligated to remain committed to the project. These constructs were measured using items 
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adapted from Meyer and Allen’s scale, also on a five-point Likert scale (Meyer & Allen, 

1991).  

The dependent variable, project success, was operationalised through four key dimensions: 

time, budget, scope, and beneficiary satisfaction. Time was assessed by determining whether 

the project was completed within the planned schedule; budget was measured by examining 

adherence to allocated financial resources; scope focused on the extent to which planned 

deliverables were achieved; and customer satisfaction captured stakeholders’ or 

beneficiaries’ perceptions of project outcomes. Scope, time, budget, and beneficiary 

satisfaction were used as indicators of project success because they provide a balanced 

assessment of both the technical performance and the actual impact of the project. Scope, 

time, and budget capture whether the project met its planned outputs efficiently, while 

beneficiary satisfaction reflects the quality and relevance of the results to the community. 

Together, these indicators offered a comprehensive and widely accepted measure of project 

success. These indicators were in line with the project success criteria suggested by Müller 

and Turner (2007). While time, budget, and scope data was partly be obtained from project 

documentation, customer satisfaction was measured using a Likert-scale-based survey 

instrument. This operationalisation approach provided quantifiable data that could be 

statistically analysed to assess the relationships among leadership styles, commitment, and 

project success in the context of women-led projects.  

3.10 Ethical Considerations  

Strict ethical guidelines were adhered to in order to protect participants' rights and preserve 

data integrity. Before any data was collected, participants were told about the goal of the 

study, and their informed consent was obtained.  
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Confidentiality was maintained by anonymizing all responses, ensuring participants could 

provide honest feedback without fear of identification or repercussions. The study also 

sought ethical clearance from the relevant research ethics committee before commencing 

fieldwork.  
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.0 Introduction  

This chapter presents the results of the study. These were acquired after the data had been 

captured and analysed using SPSS version 23.0. The chapter contains findings which were 

generated using the frequency distributions, Pearson Correlations and the regression analysis.  

In this chapter, each section includes interpretations of the statistical findings and their 

practical implications for women-led project success in the region. 

Results 

The Pearson correlations were presented to determine the strength and direction of the 

relationships between the study variables. This offered some initial understanding of how 

leadership styles and commitment relate individually to project success. Multiple regression 

analysis was then applied to determine the combined effect of leadership styles and 

commitment on project outcomes. Specifically, the objectives were to:  

i. Examine the relationship between leadership styles and the success of women-led projects,  

ii. Examine the relationship between commitment and the success of women-led projects, and  

iii. Assess the combined effect of leadership styles and commitment on the success of women-led 

projects. 

Response Rate  

The results in the table below showed the response rate for the study. The findings indicated 

that the target number of the projects was 78 but only 73 were acquired.  

Table 2- Response Rate  

Target Acquired Response Rate 

78 73 93.6% 
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The response rate was 93.6% of the sample, an indication that the sample was quite 

representative of the sample.  A response rate of 93.6% is considered excellent in survey 

research, far above the commonly accepted threshold of 70%. Such a high rate greatly 

reduces non-response bias and increases the representativeness and reliability of the findings. 

This indicated that the sample adequately reflected the target population, strengthening the 

credibility and generalizability of the study results. 

4.1 Project Attributes  

The Table 3 presented the attributes of the women-led projects. The table highlighted the 

distribution of projects by location, age, number of staff, and project turnover. These results 

gave an insight about the kind of projects that were included in the study and as such, paved 

way for a deeper understanding of the context in which Leadership styles and commitment 

affect the success of women led Projects.  

Table 3 – Women Project Characteristics  

Location of the project Count  Percent  Cumulative (%) 

Kawempe 34 46.6 46.6 

Kampala 13 17.8 64.4 

Makindye 7 9.6 74.0 

Nakawa 10 13.7 87.7 

Rubaga 9 12.3 100.0 

Age of the project Count  Percent  Cumulative (%) 

Less than a year 7 9.6 9.6 

1-2 yrs 12 16.4 26.0 

3-5 yrs 29 39.7 65.8 

5 yrs and above 25 34.2 100.0 

Number of Staff Count  Percent  Cumulative (%) 

Less than 10 6 8.2 8.2 

11-20 27 37.0 45.2 

21-50 29 39.7 84.9 

51 and above 11 15.1 100.0 

Project turnover (UGX) Count  Percent  Cumulative (%) 

Less than 10m 11 15.1 15.1 

11-20m 23 31.5 46.6 

21-50m 27 37.0 83.6 

More than 50m 12 16.4 100.0 
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Location of the project: The findings show that the largest proportion of women-led projects 

(46.6%) were located in Kawempe, followed by Kampala (17.8%). Least represented were 

the projects in Makindye which constituted 9.6% of the sample. This distribution suggested 

that Kawempe Division had a higher concentration of women-led initiatives, possibly due to 

the presence of vibrant markets. The other reason could be that there were several 

community-based activities that encouraged women’s entrepreneurship and leadership more 

than in any other division. 

Age of the project: The results indicated that 34.2% of projects had been in operation for 

five years and above while 39.7% had operated for 3–5 years. Only 9.6% of these projects 

had been operating for less than a year. This showed that a significant portion of women-led 

projects have achieved a degree of sustainability over time. The relatively high percentage of 

projects operating for three years or more was may be due to strong community support 

from the divisions where the projects were operating.  

Number of staff: The data revealed that 39.7% of projects had between 21–50 staff, 37.0% 

had 11–20 staff, 15.1% had 51 or more staff, and only 8.2% had fewer than 10 staff. This 

suggested that many women-led projects operate on a medium scale, employing a 

substantial number of people. The prevalence of mid-sized staffing could have been due to 

the resource needs and operational demands of the types of projects run by women in these 

divisions in Kampala.  

Project turnover (UGX): The largest proportion of projects (37.0%) reported an annual 

turnover between 21–50 million UGX, followed by 31.5% earning between 11–20 million 

UGX while 15.1% earn less than 10 million UGX. This pattern indicated that most projects 

generate moderate revenue, possibly reflecting steady market engagement and growth 
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potential. The relatively lower proportion of high-turnover projects may be explained by 

market limitations faced by women-led enterprises in the Kampala Metropolitan Area. 

4.2 Individual Attributes  

This section highlighted the personal characteristics of the women who run the projects for 

instance their age and education level. Variations among participants contributed to 

differences in responses or results with reference to the study variables. These results can 

therefore help pave way for future researchers who seek to investigate the women led 

projects in Uganda.  

Table 4- Women Entrepreneur Attributes 

Position Held Count  Percent  Cumulative % 

Project Manager 75 34.1 34.1 

Supervisor 74 33.6 67.7 

Employee 71 32.3 100 

Age Group  Count   Percent  Cumulative % 

18-25 yrs  22 10 10 

26-30 yrs 58 26.4 36.4 

31-35 yrs 73 33.2 69.5 

40 yrs and above 67 30.5 100 

Marital status Count   Percent  Cumulative % 

Single 62 28.2 28.2 

Married 158 71.8 100 

Highest Level of education Count   Percent  Cumulative % 

Secondary 19 8.6 8.6 

Certificate 48 21.8 30.5 

Diploma 74 33.6 64.1 

Degree 66 30 94.1 

Masters 11 5 99.1 

PHD 2 0.9 100 

Period worked with this 

Project 
Count   Percent  Cumulative % 

Less than 3 yrs 63 28.6 28.6 

3-6 yrs 94 42.7 71.4 

7-10 yrs 43 19.5 90.9 

11 yrs and above 20 9.1 100 
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Position of the respondent:  The results indicated that 34.1% of the women were Project 

Managers, 33.6% were Supervisors, and 32.3% were Employees. This distribution suggests 

a fairly balanced representation of perspectives across different levels of responsibility 

within the women-led projects.  Such diversity in positions enriched the findings, as it 

allowed for comparisons and rules out the bias that would have come from having only one 

set of respondents in the study. 

Age Group distribution: The results reveal that the largest proportion of respondents 

(33.2%) were aged between 31–35 years, followed closely by those aged 40 years and above 

(30.5%). The smallest group was those aged 18–25 years, accounting for 10.0% of the 

sample. This distribution suggested that the majority of participants were in their early to 

mid-career stages, with significant representation from more experienced individuals aged 

40 years and above. The strong presence of respondents in the respondents who were aged 

31 years and above, indicated that the study captured insights from individuals likely to have 

considerable professional and leadership experience. This experience influences their 

perspectives on leadership styles, commitment and project success. 

Marital Status: The results in the table showed that the majority of respondents (71.8%) 

were married, while 28.2% were single. This showed that most women involved in leading 

or working in women-led projects within the Kampala Metropolitan Area were in marital 

relationships. A possible explanation for this trend could be that married women have 

greater stability and access to resources and social capital. This access to social capital 

enabled them to participate in leadership of community-based or entrepreneurial projects.  

Period worked with this Project: The results showed that the largest proportion of 

respondents (42.7%) had worked with their projects for between 3–6 years, followed by 

28.6% who had been involved for less than 3 years. Only 9.1% had been with their projects 
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for 11 years or more. This indicated that most respondents had a moderate level of tenure, 

suggesting they had gained sufficient experience to understand project operations while still 

being actively engaged in their growth. This trend reflected a dynamic environment where 

project leadership and participation evolve over time, influenced by emerging opportunities 

and project life cycles. 

Highest level of education: The findings reveal that the largest proportion of respondents 

(33.6%) held a diploma, those with postgraduate diplomas such as the masters degrees and 

the Phds, comprised much lesser percentages and these were (5.0%) and (0.9%) 

respectively. This distribution indicated that the majority of women involved in these 

projects possess post-secondary qualifications, particularly at diploma and master’s levels. A 

possible explanation for this pattern was that higher education equips women with 

leadership, management, and technical skills necessary for successfully initiating and 

managing projects. Additionally, women with such qualifications may have had better 

access to funding opportunities, networks, and organizational positions, making them more 

likely to take on leadership roles in women-led projects within the Kampala Metropolitan 

Area. 

Tenure with the project:  The table showed the distribution of women based on the period 

they have worked with the projects. A large portion of respondents (42.7%) had worked 

between 3–6 years. Only 19.5% have worked 7–10 years, and a small fraction (9.1%) have 

been with the projects for more than 11 years. The implication was that while women are 

increasingly initiating and sustaining projects, long-term survival beyond a decade remained 

a challenge. These points to barriers such as access to funding and institutional support that 

could be hindering women’s ability to maintain projects over extended periods.  
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Data aggregation 

The data was aggregated at the project level to provide a single representative value for each 

project across the respondents. Since multiple individuals for example project managers, 

supervisor, employee/ beneficiaries responded per project, their responses were averaged to 

create one composite score per project for each variable (leadership styles, commitment, and 

project success). 

Responses from all participants within a project were compiled, for each variable, the mean 

value was calculated across respondents. The resulting mean scores represented the project-

level measure, which was then used in descriptive, correlation, and regression analyses. This 

approach ensures that each project contributes equally to the analysis and prevents 

individual responses from disproportionately affecting the results. 

4.3 Pearson Correlations  

Pearson correlations were employed to measure the strength and direction of the linear 

relationship between the variables. This assisted the researcher to determine whether 

changes in one variable are associated with changes in another. This approach was deemed 

essential before going into the regression analysis. The descriptive results further indicated 

that the leadership styles (M = 4.399, SD = 0.457) and project success (M = 4.381, SD = 

0.388) are both relatively high through there is room for improvement among these women 

entrepreneurs.  

Table 5- Pearson correlation results  

  Mean SD Leadership Styles Commitment Project Success 

Leadership 

Styles 

4.399 .457 1.000   

Commitment 4.413 .360 .624** 1.000  

Project Success 4.381 .388 .657** .680** 1.000 

** Correlation is significant at the 0.01 level (2-tailed). 
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4.3.1 Leadership styles and the success of women-led projects  

A significant and positive relationship was noted between leadership styles and project 

success for women-initiated ventures (r = .657**, p < 0.05). This indicates a strong, positive 

relationship. The results showed that when female project leaders in Kampala adopt 

effective leadership styles, projects are more likely to meet their objectives. For instance, 

when these leaders adopt participative leadership, this helps the other members of the project 

to bond better in their working relationships. In such cases, each worker supported the other 

and they covered the weaknesses of one another, and this was associated with project goal 

attainment, which is a measure of success. Another example, if a woman leading an 

agribusiness venture engages her team in decision-making, and motivates members, this can 

inspire greater participation. This leadership approach was positively related to greater sales 

and financial success in the project.  

4.3.2 The relationship between commitment and the success of women-led projects  

The relationship between commitment and the success of women-led projects was likewise 

positive and significant (r = .680**, p < 0.05). This implied that as the level of commitment 

among women project leaders and team members’ increases, so does the likelihood of 

achieving project success. Commitment in this context included dedication to project goals 

and persistence in overcoming challenges. It could also be expressed by the willingness to 

invest time and resources to attain project goals. Such dedication is associated with better 

planning, and effective implementation of project activities, ultimately leading to improved 

outcomes. As an example, in a women-led agricultural ventures in Rubaga, female 

stakeholders who demonstrated high commitment by actively seeking market linkages were 

more likely to see increased yields and profitability. Similarly, in a women-managed 

vocational training centre in Kawempe, leaders who were committed to maintaining quality 

instruction were bound to see more skilled graduates and attract higher enrolment.  



40 
 

4.4 The combined effect of leadership styles and commitment on the success of 

women-led projects 

The table 6 below presents the results of the multiple regression analysis which were run to 

determine the combined effect of leadership styles and commitment on the success of 

women-led projects within the Kampala Metropolitan Area.  

Table 6- Regression Model  

  

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig.   B Std. Error Beta 

(Constant) .010 .481  .021 .984 

Leadership Styles .482 .130 .380 3.710 .000 

Commitment .521 .121 .443 4.322 .000 

Dependent Variable: Project Success 

R .742     

R Square .551     

Adjusted R Square .538     

Std. Error  .310     

F Statistic 42.943     

Sig.  .000     

 

The table above presents the results of the multiple regression analysis conducted to 

determine the combined effect of leadership styles and commitment on the success of 

women-led projects within the Kampala Metropolitan Area. Multiple regression was 

appropriate because the study aimed to examine the joint and individual effects of two 

independent variables (leadership styles and commitment) on a continuous dependent 

variable (project success). The assumptions for regression analysis linearity, independence 

of errors, homoscedasticity, normality, and absence of multicollinearity were met, justifying 

the use of this model. The regression results indicate that leadership styles and commitment 

together explain 53.8% of the variance in project success (Adjusted R² = 0.538, F = 42.943, 

p < 0.05). Individually, both predictors have statistically significant effects, with 

commitment (β = 0.443, p < 0.05) showing a slightly stronger influence than leadership 
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styles (β = 0.380, p < 0.05). These findings suggest that improvements in either leadership 

practices or commitment are associated with increased project success. For instance, a 

women-led microfinance project in Nakawa is likely to achieve better growth and client 

satisfaction if the leader promotes participatory decision-making while fostering strong 

commitment among members, ultimately enhancing the project’s long-term viability. 

4.5 Analysis of Variance (ANOVA)  

The one-way ANOVA results presented in Table 1 examined differences in leadership styles, 

commitment, and project success across women-led projects in five divisions of Kampala. 

The analysis revealed a statistically significant difference in leadership styles across the 

projects in the different divisions on all the study variables.  

It was evident that the Projects in Makindye division, ranked higher than the projects which 

are located in all the other divisions on all the variables for instance, on commitment, the 

projects in Makindye had a mean of 4.643, SD = .325 while others had lower means than 

this.  

Table 7- ANOVA results for Project Location by Variable  

    N Mean SD Std. Error F value Sig. 

Leadership 

Styles 

Kawempe 34 4.333 .333 .057 

3.349 .015 

Kampala 13 4.474 .353 .098 

Makindye 7 4.714 .185 .070 

Nakawa 10 4.575 .139 .044 

Rubaga 9 4.208 .534 .178 

Commitment 

Kawempe 34 4.267 .362 .062 

5.076 .001 

Kampala 13 4.538 .227 .063 

Makindye 7 4.643 .325 .123 

Nakawa 10 4.625 .205 .065 

Rubaga 9 4.111 .546 .182 

Project Success 

Kawempe 34 4.199 .366 .063 

11.811 .000 

Kampala 13 4.692 .234 .065 

Makindye 7 4.786 .081 .031 

Nakawa 10 4.767 .263 .083 

Rubaga 9 4.023 .625 .208 
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These findings suggest that contextual factors tied to location influence leadership 

approaches, levels of commitment, and the overall success of women-led projects.  
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

5.0  Introduction 

This chapter presents the discussion of the study guided by the study objectives. The 

discussion of this study findings was done by reviewing related literature, and comparing 

and contrasting with other previous studies. The study was later concluded and appropriate 

recommendations accruing from the findings were made.  

5.1  Discussion of the Findings 

5.1.1 Relationship between Leadership Styles and Project Success 

The study established a significant positive relationship between leadership styles and 

project success (r = .657, p < 0.05). This indicated that effective leadership practices, 

particularly participative and servant leadership positively influenced women-led project 

performance in terms of timeliness, adherence to budgets, scope completion, and stakeholder 

satisfaction. These findings align with Nauman et al. (2022), who demonstrated that servant 

leadership fosters team trust and motivation, leading to improved project performance. 

In practice, projects that involve team members in decision-making create an environment of 

ownership and accountability, which enhances operational efficiency. For instance, a 

women-led agribusiness project in Kawempe that engaged its staff in planning and 

budgeting decisions reported increased productivity and improved financial performance. 

This reinforces Transformational Leadership Theory (Burns, 1978; Bass & Riggio, 2006), 

which posits that leaders who inspire and empower their teams enhance collective 

achievement. 

However, while participative leadership fostered inclusivity, it may have shown slow 

decision-making in high-pressure situations. This finding supports critiques by Yu et al. 
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(2021), who caution that consensus-driven leadership requires balance with timely, strategic 

decision-making. 

5.1.2 Relationship between Commitment and Project Success 

Commitment was found to have a strong positive correlation with project success (r = .680, 

p < 0.05), indicating that dedicated and emotionally invested team members drive better 

project outcomes. This finding supported the Three-Component Model of Commitment 

(Meyer & Allen, 1991), particularly the role of affective commitment in sustaining 

motivation and teamwork. 

In projects where team members expressed a strong emotional attachment to goals, such as 

women-run training centers in Nakawa, there were higher levels of service quality and 

stakeholder satisfaction. These results align with studies by Meyer and Parfyonova (2019) 

and Natividad et al. (2024), which highlight affective commitment as the strongest predictor 

of organizational success. 

Nevertheless, the findings also hinted at potential risks of over-reliance on commitment 

without structural support, which may lead to burnout. This resonated with research by 

Vandenberghe et al. (2015), emphasizing the importance of balancing emotional investment 

with adequate institutional resources and recognition. 

5.1.3 Combined Effect of Leadership Styles and Commitment on Project Success 

The regression analysis revealed that leadership styles and commitment jointly explained 

53.8% of the variance in project success (Adjusted R² = .538). This indicated a powerful 

synergy where effective leadership enhances team commitment, which in turn amplifies 

project performance. Notably, commitment (β = .443) had a slightly stronger predictive 
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value than leadership styles (β = .380), highlighting the importance of cultivating both 

factors for sustainable success. 

This finding was consistent with Johnson and Iyer (2020), who found that women-led 

projects with supportive leadership and high commitment achieved better operational 

resilience. Similarly, Ellahi et al. (2022) noted that servant leadership, when paired with 

team dedication, reduced project abandonment rates in resource-limited environments. 

5.1.4 Influence of Contextual Factors 

ANOVA results showed variations in leadership effectiveness, commitment levels, and 

project success across divisions. Projects in Makindye outperformed those in other divisions, 

with higher mean scores across all variables. This suggests that local context, such as access 

to markets, community support, and resource networks, influences project outcomes. These 

findings mirror Mkandawire et al. (2024), who noted that socio-economic environments can 

moderate the relationship between leadership and project performance. 

5.2 CONCLUSIONS 

The research created a foundation that demonstrated the importance of leadership styles in 

determining the success of female-managed projects in the Kampala Metropolitan Area. 

Servant and participative leadership were significantly determined to be influencing factors 

through the creation of trust, inclusivity, and shared accountability, corresponding with the 

foundations of transformational leadership theory. Lastly, affective commitment emerged as 

the best predictor of project success, demonstrating that emotional attachment, commitment, 

and belongingness between team members are critical drivers of performance. The findings 

therefore establish that effective leadership and high commitment are interdependent, 

together explaining more than half of the variation in project success. 
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The study also indicated that the contextual conditions cannot be ignored because 

differences in performance of the projects within divisions of Kampala reflected the effect of 

community support, location near the marketplace, and availability of resources. These 

external forces dictate how commitment and leadership translate to tangible results. This 

study adds both to knowledge and practice by the combined emphasis on commitment and 

leadership styles. It fills a literature gap by situating these constructs within the context of 

women-managed projects, as well as giving prescriptive guidelines for project managers, 

policymakers, and support organisations engaged in developing women's empowerment 

projects in Uganda. 

 

The outcomes are consistent with existing studies undertaken in Uganda that show 

participative and supportive leadership behaviours have a considerable influence on 

organisational commitment by teachers in urban secondary schools (Ludigo, Mugizi, & 

Barigayomwe, 2023). Evidence from Uganda also indicates that servant leadership enhances 

innovative work behavior, mediated through innovation climate (Musenze, Mayende, 

Wanyana, & Kasango, 2024). Evidence from universities in Uganda also indicates that 

servant leadership with psychological safety and sense of belonging contributes to socially 

responsible leadership and inclusive climates (Kyambade, Mugambwa, Namuddu, Tushabe, 

& Namatovu, 2023; Kyambade, Mugambwa, Nkurunziza, Namuddu & Namatovu, 2024). 

5.3 RECOMMENDATIONS 

Women project leaders are advised to use leadership styles that strike a balance between 

being inclusive and decisive, particularly in crisis situations. Regular capacity-building 

interventions such as training in strategic planning, negotiation, and adaptive leadership 

should be accorded priority to improve managerial capacity and increase the performance of 

projects. Experience shows that entrepreneurship education and leadership training enhance 
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the ability of women entrepreneurs to utilize directive, participative, and supportive 

leadership behaviors, which further improves project management (Hoque & Islam, 2022). 

For Policymakers and Development Partners 

The Policymakers and development partners must make investments in top-notch leadership 

development initiatives for women entrepreneurs, based on participative and servant 

leadership behaviors that ensure inclusivity and cooperation. In addition to this, accessibility 

of financial and technical support must be provided to counter structural barriers that hinder 

project expansion and sustainability. Research in Uganda indicates that institutional support 

in terms of financial, policy, and programmatic mechanisms plays a vital role in the 

sustainability of women-owned business enterprises (Mwesigwa, Alupo, Nakate, Mayengo, 

& Nabwami, 2024). 

For UWONET and Supporting Organizations 

Umbrella organizations such as UWONET, with assistance from partner institutions, must 

create structured mentorship platforms in which experienced leaders can share advice on 

how to increase team motivation, resilience, and responsibility. They must strengthen peer-

learning networks to enable exchange of knowledge and best practice among women-led 

programs. Studies evaluating women's leadership programs highlight that mentorship and 

peer learning are crucial in building confidence, resilience, and leadership skills among 

women leaders (Stephenson et al., 2024). 

For Future Researchers 

Subsequent research will have to employ qualitative approaches to obtain the experienced 

realities that constitute leadership and commitment dynamics in projects led by women. 

Longitudinal research designs are also proposed to track the process of how leadership 

practices and team commitment evolve with time, and also how such dynamics feed into 

project sustainability. Innovative leadership development research emphasizes the need for 
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longitudinal programs to sustain leadership capacity as well as cultivate adaptive 

competencies in the long run (McGourty et al., 2024). 

5.4 Study limitations 

There were various limitations to the study, and these should be taken into account when 

interpreting the results. There was some hesitation from the respondents to provide detailed 

information regarding leadership practices or project performance, as well as logistical 

difficulties accessing the entire sample due to busy participants. To minimize this, 

confidentiality was ensured, clear explanations of the purpose of the study were given, and 

flexible scheduling was used to maximize the number of participants. 

The study was geographically limited to the Kampala Metropolitan Area and might not 

reflect on women-led projects in rural or urban areas in general. However, the area was 

purposively selected because it comprises a high percentage of women-led projects, and 

therefore it presents a valuable point of reference from which relevant inferences can be 

inferred. 

The use of cross-sectional design entailed data gathering at a point in time, reducing the 

scope for causal implications among leadership style, commitment, and project success. This 

was balanced through basing the study on a strong theoretical basis and using statistical 

techniques that enhance internal validity. 

Use of self-report data may have introduced some bias, in that responses were participants' 

impressions and thus may occasionally be exaggerations or underestimates. This risk was 

minimized by maintaining anonymity, using an adequate but not ideal validation 

questionnaire, and where feasible, triangulating data. 
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It also spoke to leadership styles and commitment in isolation, rather than other potential 

variables such as funding levels, technology adoption, or governance structures. This was 

corrected by stating the study scope clearly and by including these factors as future study 

options. 

In spite of these limitations, the findings of this study are still valid and add meaningfully to 

the literature on women's leadership. The limitations rather offer future research a basis to 

build from in expanding scope, methods, and contexts. 

5.5 Areas for Further Research 

Even though this research has made leaps in learning about leadership and women's projects, 

there are key areas that are worthy of further exploration. 

It is significant to consider how embracing technology can optimize leadership performance 

and team commitment. Current digital scholarship on leadership argues that technology 

holds the power to transform leadership activities, improve communication, and enable 

quicker team responsiveness (López-Figueroa, Ochoa-Jiménez, Palafox-Soto, & Hernandez 

Muñoz, 2025). Yet, limited literature exists to explore how such digital platforms can be 

integrated into women's initiatives to support the development of greater accountability, trust, 

and commitment within team members, especially in less-resourced environments. 

Follow-up studies may investigate the effect of financial literacy and mobilization of 

resources on improving project sustainability. Empirical studies indicate that institutional 

and financial support play a critical role in sustaining businesses owned by women in 

developing settings (Mwesigwa, Alupo, Nakate, Mayengo, & Nabwami, 2024). Subsequent 

studies can therefore investigate further how financial literacy training, access to credit, and 

savings schemes are interlinked to provide long-term project sustainability for women. 



50 
 

It is essential to study cultural and policy determinants that hinder or facilitate women-led 

project success. Cultural values and gender stereotype still frame the possibilities available 

for women leaders, while facilitating governmental and organizational policies can ensure 

inclusivity. A recent article highlights how cultural expectations and organizational 

habituate the leadership trajectories of women differently across different settings, and calls 

attention to the necessity of policy interventions for encouraging gender parity (Nafei & Liu, 

2025). Additional investigation of how these kinds of cultural and policy forces operate in 

the context of African settings would be a valuable addition to both scholars and 

policymakers. 
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APPENDIX I: WORK PLAN 

The Gantt chart below shows the planned activities for this research project. 

ACTIVITY/TIME Jan 

to 

Ma

r 

Apri

l to 

May 

Jun July Aug Sep Oct Nov 

Topic Selection and Choice of 

Supervisors 

X        

Review of Journal Articles X X       

Developing Research Proposal X X       

Submission of Research Proposal and 

Proposal examination  

 X X X     

Data Collection    X X    

Data Analysis      X   

Report Writing      X X  

Submission of Draft Dissertation        X 
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APPENDIX II: PROPOSED BUDGET 

Description Unit Cost 

(UGX) 

Quantity Total Cost 

(UGX) 

Research Assistants for Data Collection 450,000 5 2,250,000 

Transport and Accommodation Costs 120,000 8 trips 960,000 

Data Analysis and Processing 

(Statistician) 

900,000 1 900,000 

Photocopying Research Materials 18,000 15 copies 270,000 

Communication Costs (Phone & 

Internet) 

12,000 50 days 600,000 

Printing and Binding of Reports 25,000 20 books 500,000 

Total Cost   5,480,000 
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APPENDIX III: QUESTIONNAIRE 

Dear Respondent, 

You have been chosen as a key respondent in this study entitled: LEADERSHIP STYLES, 

COMMITMENT AND SUCCESS OF WOMEN-LED PROJECTS WITHIN THE 

KAMPALA METROPOLITAN AREA. Therefore, you have been identified as a 

participant under this study to provide information related to the topic above. Kindly spare 

some of your valuable time to fill in this questionnaire. Your honest and sincere responses 

are highly appreciated. 

N.B: Please tick once in the box of your choice answer. 

Section: A.   Demographic Characteristics (Kindly tick the appropriate box) 

  

Demographic characteristics of the Project 

 

1. Name of the project……………………………………………….. 

2. Location of the project  

Kawempe Kampala Makindye Nakawa Rubaga 

1 2 3 4 5 

 

3. Age of the project 

Less than a year 1-2 years 3-5 years 5 years & above 

1 2 3 4 

4. Number of Staff 

Less than 10 11-20 21-50 51 and above 

1 2 3 4 

5. Project turnover (UGX) 

Less than 10m 11-20m 21-50m More than 50m 

1 2 3 4 

Characteristics of the Respondent: 

 

1. Position Held    

Project manager Supervisor Employee 

1 2 3 

 

2. Age 

18-25 years 1  26-30years 2 31-35 years 3 36-40 years 4 40 and above 5 
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3. Marital status 

Single 1 Married 2 

 

4. Highest Level of education 

Secondary 1 Certificate 2 Diploma 3 Bachelors 4 Masters 5 PHD 6 

 

5. How long have you worked with this project?  

Less than 

3 years 

1  3-6 

years 

2 7-10 

years 

3 11 years 

and above 

4 

  

Section B-D: Guidelines: The table below shows alternative responses; evaluate each statement 

and tick in the appropriate box basing on the following scale to what extent do you agree or 

disagree with or don’t know the statements below. 

I strongly disagree I disagree I am not sure I agree I strongly agree 

1 2 3 4 5 

  

Section B: Leadership Styles 

  

 Items  1 2 3 4 5 

PL Participative 1 2 3 4 5 

PL1 I feel encouraged to express my ideas during project meetings. 1 2 3 4 5 

PL2 I am regularly involved in making decisions about project activities. 1 2 3 4 5 

PL3 My feedback is valued when discussing project goals. 1 2 3 4 5 

PL4 I feel that my input influences the direction of the project. 1 2 3 4 5 

PL5 I am consulted before significant changes are made in the project. 1 2 3 4 5 

SL Servant 1 2 3 4 5 

SL1 I feel that my well-being is a priority for the project leader. 1 2 3 4 5 

SL2 The project leader helps me to develop my skills and abilities. 1 2 3 4 5 

SL3 I trust that the project leader acts in the best interests of the team. 1 2 3 4 5 

SL4 The project leader ensures I have the resources needed to succeed. 1 2 3 4 5 

SL5 I feel supported by the project leader in addressing work challenges. 1 2 3 4 5 
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Section C: Commitment  

  

 Items  1 2 3 4 5 

AC Affective 1 2 3 4 5 

AC1 I feel emotionally attached to the success of this project. 1 2 3 4 5 

AC2 I am proud to be a part of this project. 1 2 3 4 5 

AC3 This project has personal meaning for me. 1 2 3 4 5 

AC4 I feel a strong sense of belonging within this project team. 1 2 3 4 5 

AC5 I would go above and beyond to ensure the project’s success. 1 2 3 4 5 

CC Continuance 1 2 3 4 5 

CC1 Leaving this project would be difficult due to what I would lose. 1 2 3 4 5 

CC2 I feel that I need to stay in this project because of its benefits. 1 2 3 4 5 

CC3 It would be challenging to leave the project due to limited 

alternatives. 
1 2 3 4 5 

CC4 The cost of leaving this project would be too high for me. 1 2 3 4 5 

CC5 I feel obligated to remain in this project to maintain stability. 1 2 3 4 5 

NC Normative 1 2 3 4 5 

NC1 I stay in this project because I feel a moral obligation to do so. 1 2 3 4 5 

NC2 I feel it would be wrong to leave this project before its completion. 1 2 3 4 5 

NC3 My loyalty to this project motivates me to continue working here. 1 2 3 4 5 

NC4 I feel a personal responsibility to contribute to this project. 1 2 3 4 5 

NC5 It is my duty to remain committed to this project. 1 2 3 4 5 
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Section D: Project Success 

  

 Items  1 2 3 4 5 

PT Time 1 2 3 4 5 

PT1 I believe project tasks are completed on schedule. 1 2 3 4 5 

PT2 The project timelines are clearly communicated to me. 1 2 3 4 5 

PT3 I feel we meet deadlines consistently in this project. 1 2 3 4 5 

PT4 I am aware of the timeframes for completing tasks. 1 2 3 4 5 

PT5 I am confident in the team’s ability to manage time effectively. 1 2 3 4 5 

PB Budget 1 2 3 4 5 

PB1 I feel project resources are allocated efficiently. 1 2 3 4 5 

PB2 I am aware of the project’s financial limitations. 1 2 3 4 5 

PB3 The project leader ensures expenses are monitored carefully. 1 2 3 4 5 

PB4 I feel the project remains within the approved budget. 1 2 3 4 5 

PB5 I am confident in the team’s ability to use resources effectively. 1 2 3 4 5 

PS Scope 1 2 3 4 5 

PS1 I understand the goals and objectives of this project. 1 2 3 4 5 

PS2 The project activities align with the stated objectives. 1 2 3 4 5 

PS3 I feel that the project’s deliverables are well-defined. 1 2 3 4 5 

PS4 There is clarity on what tasks fall within the project’s boundaries. 1 2 3 4 5 

PS5 I believe that the project scope is managed effectively. 1 2 3 4 5 

PC Customer Satisfaction 1 2 3 4 5 

PC1 I feel that the project meets the expectations of its beneficiaries. 1 2 3 4 5 

PC2 The project delivers results that are valuable to its stakeholders. 1 2 3 4 5 

PC3 Beneficiaries express satisfaction with the project outcomes. 1 2 3 4 5 

PC4 I feel confident that the project is achieving its intended impact. 1 2 3 4 5 

PC5 The project team actively addresses stakeholder concerns. 1 2 3 4 5 

Thank you for your cooperation 
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LIST OF WOMEN LED PROJECTS IN KAMPALA METROPOLITAN AREA 

No. Name of the Project Location (Division) 

1 Kiggundu Women Dairy Group Kawempe 

2 Kifumbira Mulago III Produce Women Group Kawempe 

3 Kimwanyi Sanitary Pads, Pampers and Craft Women Group Kawempe 

4 Kisoboka Makerere II Zone C Women Tailoring Kawempe 

5 Lugoba Vegetable Traders Kawempe 

6 Makerere Banda Outside Catering Women’s Project Kawempe 

7 Mulago III Nsooba Women Food Stuff Suppliers Kawempe 

8 Lugoba Women Beauty Salon Kawempe 

9 Bwaise II Mugowa Mobile Catering Group Kawempe 

10 Kyebando Erisa Zone Women Catering Group Kawempe 

11 Lower Nsooba Women Produce Group Kawempe 

12 Makerere III Women Food Produce Kawempe 

13 Makerere II Women Catering Group Kawempe 

14 Bwaise I Women Tailoring Group Kawempe 

15 Fresh Food Stuff Mulago I Women’s Group Kawempe 

16 Katale Women Food Store Kawempe 

17 Kwagalana Kifumbira Producer Women’s Group Kawempe 

18 Makerere I Banda Zone Women’s Group Kawempe 

19 Makerere I Ground Nuts Processors Women’s Group Kawempe 

20 Mulago Women Second Hand Clothes Kawempe 

21 Banda Women Produce Project Kawempe 

22 Bwaise III Katoogo Cloth Sellers Kawempe 

23 Kikoni B Tailors and Decoration Women’s Group Kawempe 

24 Kifumbira Market Vendors Women Group Kawempe 

25 Kimwamyi Women Tailoring Group Kawempe 

26 Kiwonvu Women Book Making Group Kawempe 

27 Kwagalana Katale Fish Sellers Group Kawempe 

28 Kyebando Katale Matooke Sellers Project Kawempe 

29 Lower Nsooba Piggery Women Group Kawempe 

30 Makerere I Banda Zone Outside Catering Women Project Kawempe 

31 Mulago II Matooke Sellers Women Group Kawempe 

32 Bwaise I Matooke Women Sellers Kawempe 

33 Makerere Mayinja New Cloth Women Group Kawempe 

34 Kawempe I Kizza Cake Planet Project Kawempe 

35 Nakasero Market Women Savings Group Kampala Central 

36 Kampala Central Tailoring Women’s Group Kampala Central 

37 Kololo Women Poultry Farmers Association Kampala Central 

38 Mengo Women Food Vendors Cooperative Rubaga 

39 Old Kampala Craft Women Entrepreneurs Kampala Central 

40 Makerere Hill Women Agribusiness Group Kawempe 

41 Kivulu Women Bakery and Catering Project Kampala Central 

42 Kisenyi Women Small Traders Association Kampala Central 

43 Rubaga Road Women Fashion Designers Group Rubaga 

44 Nakasero Women Fruits & Vegetables Traders Association Kampala Central 

45 Buganda Road Women Tailoring Cooperative Kampala Central 

46 Kiseka Market Women Entrepreneurs Association Kampala Central 
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47 Bombo Road Women Catering & Bakery Association Kampala Central 

48 Mengo Women Handicraft & Arts Group Rubaga 

49 Makindye Women Poultry Farmers Association Makindye 

50 Salaama Market Women Savings Group Makindye 

51 Kabalagala Women Tailoring Cooperative Makindye 

52 Makindye Hill Women Agribusiness Network Makindye 

53 Kibuye Women Handcrafts and Beadwork Group Makindye 

54 Kansanga Women Dairy Farmers Association Makindye 

55 Namuwongo Women Food Processing Group Nakawa 

56 Nakawa Market Women Savings Group Nakawa 

57 Ki Kati Women’s Tailoring Cooperative Nakawa 

58 Naguru Acholi Women Vendors' Cooperative Nakawa 

59 Naguru Women’s Empowerment Collective Nakawa 

60 Nakawa Poultry Farmers Women Association Nakawa 

61 Nakawa Women Soap Makers Cooperative Nakawa 

62 Nakawa Women Food Vendors Cooperative Nakawa 

63 Nakawa Women Embroidery and Beadwork Group Nakawa 

64 Nakawa Women Hairdressing and Beauty Salon Nakawa 

65 Rubaga Market Women Savings Group Rubaga 

66 Lubaga Women Tailoring Cooperative Rubaga 

67 Rubaga Women Poultry Farmers Association Rubaga 

68 Namirembe Women Handicrafts Group Rubaga 

69 Ndeeba Women Soap Making Cooperative Rubaga 

70 Kabowa Women Market Traders Association Rubaga 

71 Rubaga Women Embroidery and Beadwork Group Rubaga 

72 Lubaga Women Dairy Farmers Cooperative Rubaga 

73 Rubaga Women Vegetable Growers Association Rubaga 
 

Adopted from Uganda Women’s Network (UWONET) 
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