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Abstract 
 
This study investigated the gender composition within Uganda's valuation surveying discipline. 
It examined the influence of organisational policies on this composition through mixed-
methods explanatory sequential research design. Initially, quantitative data were gathered 
through a desk review, followed by the collection and analysis of qualitative data obtained from 
semi-structured interviews with representatives of valuation surveying firms affiliated with 
registered valuation surveyors of Uganda. The study’s findings revealed a significant 
underrepresentation of women in Uganda’s valuation surveying discipline, with women 
comprising only 22% compared to 78% of men. This disparity is attributed to educational 
barriers, stereotypes, and organisational barriers that have considerably affected women’s 
participation in the profession relative to men. The findings contribute to the broader discourse 
on gender equity in STEM fields, offering insights pertinent to promoting a gender-inclusive 
valuation surveying profession in alignment with global efforts to achieve gender equality and 
women’s empowerment, as outlined in Goal 5 of the Sustainable Development Goals. 
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1. Introduction 
 
Workplace demographic differences have historically been a peripheral subject in academic 
discourse. However, the increasing global emphasis on addressing social inequities, 
particularly those related to gender and economic disparities, has necessitated rigorous 
scholarly engagement with diversity and inclusion within organisational contexts. Although 
often used interchangeably, the concepts of diversity and inclusion are distinct. As defined by 
Thomas (1991), diversity refers to the presence of differences among individuals encompassing 
both visible attributes, such as race and gender, and invisible ones, including educational levels 
and sexual orientation. In contrast, inclusion denotes the active and intentional strategies 
through which organisations integrate these differences into their processes (Roberson, 2006). 
 
Among the various dimensions of diversity, gender diversity has emerged as a particularly 
salient area of inquiry. The persistent gender gaps observed across multiple industries, most 
notably in science, technology, engineering, and mathematics (STEM) fields, have drawn 
scholarly attention due to their longstanding roots in social, cultural and legal exclusions. For 
instance, Carrie de Silva (2023) notes that in the United Kingdom, the Solicitors Act of 1843 
explicitly excluded women from the definition of “persons’’, thereby legally barring their entry 
into certain professions. Cross-cultural examinations further reveal systemic marginalisation, 
with women in ancient Greece and various African societies frequently restricted to domestic 
roles and denied access to formal education and public participation (Kleiner, 1995; Uchem 
and Ngwa, 2014). Despite significant advances in international human rights laws, such as the 
institutionalisation of gender equality as a standalone objective formalised as Goal 5 in the 
United Nations Sustainable Development Goals (SDGs), gender disparities in professional 
participation persist (UN, 2015). Empirical studies confirm that women continue to be 
significantly underrepresented in high-paying STEM careers (Sassler et al., 2017; Foley et al., 
2019; Shrestha et al., 2020). This is also true for surveying, a STEM field. A 2023 insight report 
by the Royal Institution of Chartered Surveyors (RICS) revealed that women comprise only 
17% of the surveying workforce in the United Kingdom and Ireland (RICS, 2023). The gender 
gap is even more pronounced in the United States and Australia, where women account for 
merely 3% and 5% of surveyors, respectively (Woodbury, 2002; The Surveyor’s Trust, 2022). 
However, a substantial gap exists in research regarding the gender composition of the surveying 
profession in developing countries, particularly in Africa, except for Nigeria, where a recent 
study by Kesiena and Omamuyovmi (2020) also indicated wider gender gaps, with women 
comprising merely 3%. This research gap is notably pronounced in Uganda, where no empirical 
investigations have examined the gender dynamics within the valuation surveying discipline. 
 
This study, therefore, addresses this gap by exploring three primary research questions: 
 

1. What is the gender composition of Uganda’s valuation surveying discipline? 
2. What are the factors that contribute to the identified composition? 
3. How do organisational policies influence this composition? 

 
Through the examination of these questions, the study offers empirical insights to inform 
evidence-based interventions aimed at promoting gender equity in surveying. Furthermore, it 
contributes to the broader discourse on gender disparity in STEM fields, providing comparative 
relevance for other developing countries encountering similar challenges. Ultimately, the 
findings have direct implications for policymakers, professional associations and firms striving 
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to align with global efforts to achieve gender equality and women’s empowerment while also 
enabling organisations to benefit from diverse workforces. 

 
Beyond its empirical contributions, this research advances theoretical debates on workplace 
gender diversity, particularly within underrepresented STEM fields in developing countries. 
By focusing on the valuation surveying discipline, an under-studied yet economically 
significant profession, it lays the foundation for future interdisciplinary research and policy 
development. 

 
2. Literature review 
 

2.1 The surveying practice: A brief history 
 
The assertion that surveying is one of the oldest known professions in the world is substantiated 
by historical evidence. By 3000 BC, the Egyptians had established a comprehensive land 
register that provided detailed information on the location and ownership of each parcel, 
indicating the involvement of land surveyors in these processes (Swee, 2020). Surveyors are 
also believed to have conducted construction surveys for the erection of the Great Pyramids 
and played a crucial role in land tax assessments in Ancient Egypt, utilising calibrated ropes 
for precise parcel measurements, as noted by Paulson (2005). However, what remains unclear 
is when the current disciplines of surveying were integrated with land surveying, as these too 
have long been practised even before their formal designations. Baiyekusi (2021) contends that 
quantity surveying services were sought as early as the Neolithic period, while Bowles and Le 
Roux (1992) cite Luke 14:28 from the Bible to establish the early presence of the quantity 
surveying profession. Conversely, there is no substantial evidence of the historical practice of 
valuation surveying, suggesting it is a more modern discipline. Particularly, the formal training 
of valuation surveyors in Uganda at the degree level commenced only in 2003, following a 
prolonged period of reliance on outsourcing valuation services from within the East African 
region since the 1970s (Magembe, 2022; Wesonga et al., 2022). 
 
In contemporary practice, surveying encompasses diverse disciplines, with classifications 
varying depending on the regulatory body or geographical region. In Uganda, for instance, the 
Institution of Surveyors of Uganda (ISU), the country’s professional body for surveyors, 
categorises the surveying profession into three distinct chapters: Land Surveying, Quantity 
Surveying and Valuation Surveying according to ISU (2018). However, the definition of a 
surveyor under the Surveyors Registration Act of 1974 extends beyond these to include, for 
example, Building Surveyors and Land Agents. This classification is similar to that in the UK 
under the Royal Institution of Chartered Surveyors (RICS), where the aforementioned 
disciplines are part of a broader classification of surveying pathways, including facilities 
management, planning and development, and commercial real estate (RICS, 2018). In contrast, 
the valuation discipline is distinctly separate from the surveying industry in regions such as the 
United States, Canada, and Australia, and is governed by different regulatory bodies, with 
terms such as valuer or appraiser more prevalent than valuation surveyor. 
 
Conclusively, the aforementioned historical overview of surveying lacks specific details 
regarding the gender composition within the field and its temporal evolution. This deficiency 
underscores the necessity for a comprehensive discussion on the intersection of surveying and 
gender, which will be elucidated in the subsequent section. 
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2.2 Women’s participation in the surveying profession 
 
The historical subordination and marginalisation of women, perpetuated by cultural and 
societal norms and reinforced by legal frameworks, have historically deterred women from 
entering not only the surveying industry but the workforce in general. These factors resulted in 
male-dominated workplaces and required significant global events, such as the Second World 
War, which created labour shortages that necessitated the inclusion of women in the workforce 
(Woodbury, 2002; Barton and Harris, 2017). In other countries, such as the UK, more deliberate 
efforts, such as the removal of gender-discriminatory legislation like the Solicitors Act of 1843, 
were necessary to foster more gender-inclusive workplaces. Indeed, Carrie de Silva (2023) 
argues that the enactment of the Sex Disqualification (Removal) Act of 1919 marked a pivotal 
moment for women in the UK to enter previously male-dominated professions, including 
surveying. 
 
Whilst it is challenging to identify the very first woman to practice any surveying discipline 
due to fragmented historical records during the nineteenth and early twentieth centuries, extant 
literature commonly highlights two pioneers: Alice Fletcher and Irene Barclay (Woodbury, 
2002; Guida Team, 2021; Carrie de Silva, 2023). Alice Fletcher is widely recognised as an 
ethnologist and anthropologist despite having engaged in some surveying activities. Irene 
Barclay, out of the two women, is the first recognised woman surveyor, having achieved 
chartered surveyor status in 1922 through the RICS, a globally recognised professional body 
in surveying. 
 
Since the time of these pioneers, the representation of women in the surveying profession has 
seen a modest increase globally. In the UK and Ireland, women now comprise approximately 
17% of the total surveying workforce, according to RICS (2023). These figures are slightly 
lower in the United States and Australia, where women constitute about 3% and 5% 
respectively, while there is limited data about the gender composition of the surveying 
profession in Africa (Woodbury, 2002; Surveyor's Trust, 2022). Bichard (2022) and RICS 
(2023) provide the gender composition of RICS members from North, South, and Sub-Saharan 
Africa, although these are merely a fraction of the many unaccounted women practising 
surveying in their countries as they are not members of RICS. However, recent studies by 
Kesiena and Omamuyovmi (2020) indicated that women surveyors in Nigeria constitute about 
3% of the total surveying workforce. Notably, no such studies have been conducted in Uganda, 
leaving a critical gap in understanding the gender dynamics within the Ugandan surveying 
profession. Nevertheless, the available limited data suggests that women have significantly 
impacted the valuation surveying discipline. They have established successful practices that 
employ and mentor valuation surveyors, advise major financial institutions such as banks on 
real estate investments, educate young valuation surveyors in tertiary institutions within survey 
departments, and some oversee the implementation of billion-dollar infrastructure projects in 
the country, such as oil and gas investments (Aheebwa, 2022; Muhereza, 2022). 
 

2.3 Gender dynamics and their influence on workplace diversity 
 
Surveying has a substantial and well-documented history characterised predominantly by male 
participation. Although historical factors discussed in Sections 2.1 and 2.2 above elucidate the 
historical predominance of men in the surveying profession, they do not sufficiently account 
for the continued underrepresentation of women in this field. For instance, the legislative 
measures put forward by Carrie de Silva (2023) that were undertaken in the UK to enhance 
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women’s participation in various professions were influenced by women pioneers in the UK 
surveying profession. RICS (2023, p. 2) highlighted the persistent and significant gender gap 
in RICS membership from the enrolment of the first woman surveyor to date. Similarly, the 
initiatives launched in 1983 by the National Society of Professional Surveyors (NSPS) Forum 
for Women in Surveying to address gender disparities in the United States surveying profession 
did not produce the intended results (Woodbury, 2002). These efforts reflect the historical 
reliance on liberal feminism, which, according to Arat (2015), advocated for deliberate 
institutional reforms to promote meritocracy in male-dominated spheres. Bichard (2022) also 
recently advocated this in his recommendations for RICS to achieve a more diverse and 
inclusive surveying profession. Unfortunately, the desired outcomes were not delivered as 
illustrated above, suggesting the existence of more complex gender issues that perpetuate wider 
gender gaps in the surveying profession. The mere provision of equal opportunities as a means 
of addressing workplace gender disparities has also been challenged by contemporary feminist 
literature, such as decolonial feminism and anti-racist feminist theory. These emphasise the 
need for a deeper understanding of workplace gender issues and the specific challenges faced 
by women, who have historically been marginalised (Webb, 1997; Fotaki and Pullen, 2023). 
 
Turrell et al. (2002) identified the absence of role models as a significant impediment to the 
career advancement of women in the surveying profession. More recent investigations by 
González-Pérez et al. (2020) and Tal et al. (2024) have examined the substantial influence of 
role models on career choices regardless of gender or career stage, while acknowledging that 
role models exert a more pronounced impact on women’s career trajectories compared to men’s. 
Role models also mitigate against negative stereotypes that contribute to attrition in STEM 
education and improve the retention of STEM professionals in the workplace (Lubaale, 2021; 
Tal et al., 2024). These stereotypes are not unusual in Uganda and create gender imbalances in 
STEM disciplines at Kyambogo University. 
 
Table 1: General gender stereotypes in Uganda 
Men are: Women are: 
Public Private 
Active Passive 
Leaders Followers 
Independent Dependent 
Strong Weak 
Courageous Timid 
Risk takers Avoid risks 
Aggressive Polite 
Rational (reason) Intuitive/emotional 
Sciences Arts 
Tough Tender 
Assets Liabilities 
Superior Inferior 
Handsome Beautiful 
Rulers Ruled 
Dominants Subordinates 

Source: Lubaale (2021) 
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It has been observed that role models and stereotypes, while influential, are not the sole factors 
in the increased attrition rates of women in STEM fields. Other factors such as lack of 
promotion opportunities, work-life balance issues, lack of male patronage, and education 
barriers also play significant roles (Kesiena and Omamuyovmi, 2020). Additionally, Turrell et 
al. (2002) identified a lack of awareness about the profession as a significant barrier to entry 
for women. However, this issue primarily targets increasing the number of women entering the 
profession rather than retaining them, which is entirely influenced by other factors. 
Nevertheless, this aspect cannot be overlooked, as retention is inherently linked to recruitment, 
and it is impossible to retain individuals who have not been recruited. In conclusion, while 
historical factors may not entirely account for the increasing gender disparities in the field of 
surveying, they offer valuable insights into the profession’s persistent male dominance. 
Existing research on gender gaps within STEM disciplines provides a valuable framework for 
comprehending the gender dynamics that sustain these disparities in surveying, underscoring 
the necessity for more comprehensive and intersectional strategies to address these issues. 
 

2.4 The need for workplace gender diversity and inclusion 
 
Promoting gender inclusivity within the surveying profession not only aligns professional 
bodies and organisations with global efforts to achieve gender equality but also offers tangible 
benefits to organisations. Research by Milliken and Martins (1996), Richard and Johnson 
(2001), and Bichard (2022) highlighted that diverse workforces enhance organisational 
effectiveness and efficiency by integrating individuals with varied skills, fostering better 
decision-making through representation of diverse market perspectives, and driving innovation 
and creativity through competitive dynamics. Furthermore, a workforce that reflects the 
diversity of the community in which an organisation operates can enhance social acceptance 
and expand market reach. 
 
However, achieving gender diversity in the workplace requires deliberate strategies, as diverse 
workforces do not emerge by chance. Organisations tend to attract, hire, and retain individuals 
who share similar characteristics, a phenomenon explained by the Attraction-Selection-
Attrition (ASA) hypothesis (Schneider, 1987), which will be further examined in the 
subsequent section. Therefore, organisations committed to fostering gender diversity, whether 
as part of broader gender equality initiatives or to leverage the advantages of a diverse 
workforce, must implement intentional policies and practices to counteract these natural 
tendencies. 
 

2.5 Measuring diversity in organisations 
 
Measuring workforce diversity in practising firms is vital in ascertaining the contribution of 
firms to the observed gender gaps, since a fully diverse workforce in any organisation does not 
occur coincidentally. Those who seek organisational heterogeneity must have deliberate 
strategies beyond legal compliance and social acceptance (Richard and Johnson, 2001; 
Schneider, 1987). This ideology supports the ASA hypothesis, which contends that 
organisations typically draw in, employ, and keep individuals with similar characteristics. 
 
Various metrics have been proposed in the measurement of workforce diversity in organisations 
through the SHRM theory, although most of them are micro-oriented as they only focus on 
how human resource (HR) practices influence individuals in the organisation. For example, job 
satisfaction, job retention and employee participation, which is the trust employees have in 
diversity programs adopted by the organisation. ‘Whether employees believe diversity 
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programs have significance or are a ruse to pacify affirmative action demands depends upon 
employee perceptions of management's seriousness in policy implementation’ (Richard and 
Johnson, 2001, p. 181). This creates a methodological challenge in measuring the level of 
management’s commitment to the implementation of programmes from the perspective of 
employees, some of whom have not spent a significant amount of time with the organisation, 
yet there are actual makers and implementors of these programmes (management). This is why 
today, in addition to micro relationships, macro relationships are now considered when 
evaluating the effects of HR practices on the organisation’s goals, like the business strategy, 
such as profits, sales, quality, and growth (Butler et al., 1991). In addition, there have been 
developments around the SHRM theory to include the configuration theory, which proposes 
the integration of the adopted HR practices to direct the organisation towards diversity and 
diversity management, since these policies must supplement each other. This was termed as 
diversity orientation by Richard and Johnson (2001). 
 
Similarly, this study moves beyond a micro-focus and adopts diversity orientation as discussed 
above. Organisations working towards a fully diverse workforce beyond legal requirements 
must satisfy the following key principles, which serve as the basis for measuring diversity in 
this study: 

• The existence of a will or desire for diversity expressed through a formal commitment, 
such as a policy statement or objective, 

• The requirement for this initiative to not only to surpass legal compliance and social 
acceptance, but rather to be an integral part of the organisation’s strategy, whether in 
the business or human resource environment. 

• The existence of well-defined practices or procedures towards achieving a highly 
inclusive work environment, and lastly, evident results in terms of workforce gender 
composition. 

 
3. Methodology 
 
The study utilised a mixed-methods explanatory sequential design to determine the gender 
composition within Uganda’s valuation surveying discipline. Initially, quantitative data were 
collected and analysed, followed by semi-structured interviews to obtain qualitative insights 
(Creswell et al., 2003; Ivankova et al., 2006; Johnson et al., 2007). This methodology aimed to 
achieve a comprehensive understanding of the gender composition and the impact of 
organisational policies on it within Uganda’s valuation surveying discipline. 
 

3.1 Quantitative phase 
 
Quantitative data were collected through a desk review of published lists of registered licensed 
surveyors in the Uganda Gazette, for the post-pandemic period (2020-2022). This timeframe 
was selected due to significant shifts in the economic and business landscape following the 
COVID-19-induced lockdowns, which, according to the World Bank (2021), exacerbated 
gender disparities in Uganda. The lists are issued by the Registrar of Surveyors of Uganda, an 
office established under Section 11 of the Surveyors Registration Act of 1974, whose 
responsibilities include the registration of surveyors and the issuance of annual practising 
certificates or licences. The dataset comprised a total of 355 surveyors, of whom 103 were 
valuation surveyors, the primary focus of this study. To address the first research question, a 
total enumeration of the surveyors was conducted, and the data collected were analysed using 
descriptive statistics. 
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3.2 Qualitative phase 
 
To obtain the qualitative insights necessary to elucidate the factors influencing the gender 
composition of Uganda’s valuation surveying discipline, particularly the impact of 
organisational policies on this composition, semi-structured interviews were conducted with a 
representative from each valuation firm where registered surveyors are affiliated. The selected 
group was required to possess the most comprehensive understanding of the organisation’s 
strategy (Richard and Johnson, 2001). A total of 57 firms were identified in the Uganda Gazette, 
and a total enumeration of the population was conducted to eliminate sampling bias. Interviews 
were conducted face-to-face, with participants’ consent obtained for recording, and 
subsequently transcribed verbatim. This qualitative data was then manually analysed using a 
reflexive thematic analysis approach, following the procedural steps proposed by Braun and 
Clarke (2006), thereby addressing the remaining research questions. 
 
Table 1: Braun and Clarke’s six-phase framework for doing a thematic analysis 
 
 
 
 
Source: Maguire and Delahunt (2017) 
 
4. Results 
 

4.1 Gender composition of Uganda’s valuation surveying discipline 
 
An examination of the published lists of practising registered surveyors in Uganda indicated 
that, among the 103 registered valuation surveyors, 28 are women and 80 are men. The 
percentage composition of these figures is depicted in Figure 1 below. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1: A pie chart illustrating the gender-based percentage distribution of practising 
registered surveyors in Uganda 
 
These findings revealed a significant underrepresentation of women in the valuation surveying 
discipline in Uganda, with women comprising only 22% of the registered professionals 
compared to 78% of their male counterparts. Although these statistics pertain solely to 
registered valuation surveyors, it is important to note that there are additional practitioners in 
Uganda who are not registered. According to Section 19 (3) of the Surveyors Registration Act 
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of 1974, the legal practice of surveying in Uganda is restricted to those who are registered and 
licensed. 
 

4.2 Qualitative phase 
 

4.2.1 Demographic data of participants 
 
The study achieved a response rate of 30 (53%), which is deemed sufficient for generalising 
the findings, considering that all participants possessed a comprehensive knowledge of the 
affiliated organisations and had extensive experience in Uganda’s valuation surveying 
profession. Furthermore, Taherdoost and Madanchian (2025) acknowledged the absence of a 
universally accepted minimum response rate across research fields, and Nulty (2008) noted 
that even existing studies specifying certain percentages lack theoretical justification. The 
demographic data about the participants is illustrated as follows: 
 
Table 2: A frequency table showing the demographics of interview participants based on 
their levels of experience 

 
 
 
 
 
 
 
 
 
With respect to the reliability and validity of interviewees’ responses, Table 3 above shows that 
all participants possessed substantial experience in this field. Thus, they should be able to 
contribute meaningfully to the discourse on factors influencing gender composition within 
Uganda's valuation surveying discipline. Similarly, to address the third research question, 
participants needed to possess a comprehensive understanding of their respective organisations, 
as the question primarily focused on examining organisational strategies and policies. Figure 2 
illustrates that all 30 participants satisfied this criterion as they all occupied managerial 
positions. 

 
 
 
 
 
 
 
 
 
 
 
 
Figure 2: A pie chart showing the demographics of interview participants based on the 
position held in the firm 
 
 
 

9

 Frequency Percent Cumulative 
percent 

Under 4 years 0 0 0 

Between 5–9 years 22 73.3 73.3 
Above 10 years 8 26.7 100.0 
Total 30 100.0  
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4.2.2 Factors influencing gender composition 

 
The analysis of the factors influencing the gender composition of Uganda’s valuation surveying 
discipline followed a reflexive thematic analysis, and the identified themes were refined into 
main themes after thorough coding of descriptive phrases that pertained to the participants’ 
explanations for the identified gender composition. These themes are education barriers, 
stereotypes and organisation barriers as depicted in Table 4 below. 
 
Table 3: Identified main themes for the study 
 
 
 
 
 
 

4.2.2.1 Education barriers 
 
Participants recognised educational barriers as a significant factor contributing to the widening 
gender gaps in Uganda’s valuation surveying discipline. The majority of the participants cited 
high entry requirements for the course at universities as a hindrance to pursuing a career in 
valuation, in contrast to other fields such as the social sciences. For example, Participant P015 
noted as follows: 
 

“When I was joining the University, the cutoff points for the course on private 
sponsorship, I think, were 48 points something, and these points could get you, for 
example, a course in humanities on government sponsorship.” 

 
When asked about how these cut-off points favour boys over girls, participants emphasised that 
few girls in Uganda study STEM subjects, which are essential for enrolment in the course. 
“Valuation surveying is a STEM field, and for one to apply for the course at the campus, they 
must have done Mathematics at A-Level, and this at times goes with Physics, yet few girls 
study these subjects at A-Level”. These low participation rates discourage other girls from 
pursuing STEM subjects, which participants attribute to a lack of role models. Furthermore, 
there is limited public awareness of the profession, exacerbating enrolment barriers. 
Participant P002 stated: 
 

“Most of us pursued valuation because someone told us it was a good course. If students 
have no clue about the course, it is hard for them to rank it among top choices when 
applying.” 

 
4.2.2.2 Stereotypes 

 
Participants also identified prevailing stereotypes as a significant factor contributing to the 
observed gender disparities in Uganda’s valuation surveying discipline. These stereotypes are 
primarily influenced by cultural and religious norms that dictate gender roles in society. One 
participant noted that valuation surveying is predominantly field-based, and many cultures 
groom women to be private and tender, with some cultures not expecting them to work. 
Additionally, societal stereotypes exist that portray surveying as a disreputable profession. 
Participant P026 remarked: 
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Theme Codes 
Education barriers Lack of role models, lack of awareness of the 

profession, and high entry points 
Stereotypes Cultural, societal, and religious 
Organisation barriers Lack of workplace benefits, lack of mentorship 
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“The actions of unscrupulous, quack surveyors have labelled us as thieves within the 
society because land rights are considered sacred in our country, and any mischievous 
activities on land are acts against the society.” 

 
These stereotypes discourage young aspirants, particularly women, from entering the 
profession, thereby significantly reducing enrolments. 
 

4.2.2.3 Organisation barriers 
 
Although the study explicitly structured the impact of organisation policies as a distinct 
research question, organisation barriers emerged as a theme during the interviews, with most 
responses aligning with organisational policies. More than half of the participants 
acknowledged that the lack of workplace benefits for women, such as paid maternity leave, 
flexible working arrangements and recognition or awards, as factors that increase the attrition 
of women in the profession. Participant P017 highlighted the societal expectation that, as a 
woman, she is expected to establish a family and expressed the necessity that her employment 
will remain secure upon her return from maternity leave, ideally with continued remuneration 
during this period. 
 

“These are the types of workplaces that many women aspire to join; however, they are 
unfortunately among the least prevalent, discouraging women’s progress in the 
profession”. 

 
Additionally, participants underscored the importance of mentorship as a critical factor in 
career advancement and development, noting that mentorship is particularly essential for 
women due to the distinct challenges they encounter in the workplace compared to men. 
Several participants emphasised that recognising exceptional women within the profession 
serves as a source of inspiration for emerging professionals and enhances the desire for 
mentorship. However, the majority felt that this recognition is more impactful when executed 
by professional bodies rather than locally within organisations. 
 
When questioned about the presence of organisational policies supporting gender inclusion in 
recruitment within their firms, 23 participants acknowledged the absence of such policies, 
although some recognised their importance. Participant P019 stated specifically as thus: 
 

“Ours is a merit-based recruitment system that gives no advantages to a particular group 
of people”. 

 
While all participants concurred that women possess the same potential as men, they 
acknowledged their distinct challenges necessitating specific considerations. 
 
5. Discussions and conclusion 
 
The findings of this study indicate a pronounced gender disparity within Uganda’s valuation 
surveying discipline, with women comprising a mere 22% of registered practitioners. This 
underrepresentation is consistent with patterns observed in the surveying industry and other 
male-dominated STEM fields, where women encounter substantial barriers to entry and 
retention (Sassler et al., 2017; Foley et al., 2019; Shrestha et al., 2020; RICS, 2023). Qualitative 
insights from 30 experienced professionals, all holding managerial positions, illuminate the 
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multifaceted challenges contributing to this disparity, including educational barriers, 
stereotypes, and organisational policies that inadequately address women’s unique needs. 
 
Educational barriers emerged as a fundamental issue, where high entry requirements and the 
STEM-centric nature of the field disproportionately disadvantage female students, creating a 
pipeline problem. This is attributed to the scarcity of role models, who have been studied by 
Tal et al. (2024) to significantly influence women’s enrolment in STEM subjects more than 
men. STEM subjects are prerequisites for pursuing a career in valuation at universities. 
Furthermore, the lack of awareness about the profession further limits female participation, as 
career choices are often influenced by exposure and guidance (Turrell et al., 2002). 
Interventions such as collaboration between surveyors and institutions on educational reforms 
and career fairs in schools targeting young women could address this issue, and the 
involvement of women would close the role model gap, thereby delivering a significant impact. 
Stereotypes were also identified as significant inhibitors, as entrenched cultural and religious 
norms discourage women from engaging in mobile work, confining them to domestic roles. 
Moreover, negative stereotypes associating the profession with unethical actor further deters 
potential entrants, especially women who may fear reputational risks, compounding the 
challenge and making the profession less appealing. Public awareness campaigns that 
challenge these stereotypes and media representations of successful women in the profession 
could reshape societal perceptions and create a more supportive environment for aspiring 
female surveyors. 
 
Organisational barriers, such as the absence of gender-sensitive workplace policies, lack of 
mentorship, and limited recognition of women’s achievements, were also identified as major 
contributors to the attrition and consequently the underrepresentation of women in the 
profession. The absence of affirmative policies by organisations to promote gender-diverse 
workforces in favour of meritocratic recruitment systems suggests a passive approach that 
inadvertently maintains the status quo, despite awareness of the distinct challenges faced by 
women in their careers. Firms could implement gender-sensitive policies to foster retention and 
career advancement for women. 
 
In conclusion, the findings of this study align with existing literature that highlighted persistent 
gender disparities within Uganda's valuation surveying discipline, a field within STEM. These 
disparities are attributed to educational barriers, stereotypes, and organisational obstacles. 
Consequently, the study recommends essential interventions, including collaborative 
educational reforms, the promotion of the profession to young women in schools and the 
broader public to counteract negative stereotypes, and the implementation of gender-sensitive 
policies by organisations to enhance retention and career advancement for women. These 
measures aim to create a more inclusive valuation surveying profession, in line with global 
efforts to achieve gender equality. Although the study's focus on the valuation surveying 
discipline introduces limitations typical of case study research, such as challenges in 
generalising findings, potential researcher bias, and concerns regarding data rigour, its validity 
is strengthened through the triangulation of qualitative insights with quantitative data. 
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