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Aim: The aim of this research is to investigate how the presence of female representation in 

the parliament influences its performance. The focus is to understand the stereotyping of female 

in the parliament and how it affects its performance. In this regard, the focus is on the 

innovation, social diversity and leadership styles of women and their influence on performance. 

Method: To achieve the aim, qualitative method has been adapted through having 10 

interviews with both female and male parliamentarians from Rwandan Parliament, Secondary 

data extracted from books and articles was also used. In this study to combine different theories to 

provide external knowledge about the topic. The data obtained from primary and secondary were used 

to analyze and discuss the findings. 

Result & Conclusions: This study confirms that female participation in the parliament influences its 

performance especially in gender policy bills and issues to developing poor people in the society. Given 

their number, they developed confidence in decision making. Also the study reveals that social 

diversity, innovation as well as leadership styles of women in the parliament boosted the performance. 

This later helped in collaborating with other institutions and provided capacity-building activities to 

the public. However, there is still a gap in childcare agenda and working hours as female members of 

the parliament work beyond working hours. 

Contribution: This study contributes to existing literature as it examines the ways gender 

equality can be used as a tool to increase and stimulate discussions before making important 
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decisions. It also shows how organizations can use gender equality as a strategic advantage. Our 

work gives other parliaments, organizations and countries an insight on how to improve their 

performance through gender balancing. 

This study can be used by organizations to gain insight on the way women in general operate 

when they are in high positions and how it can be used as an advantage. 

Suggestions for future research: Further research can be conducted to analyze how women can be 

motivated to progress their career development. Other researchers could research strategies for female 

to be appointed in high positions. 

Key words: substantive representation, social diversity, innovation, leadership styles and 

performance 
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1.0.  INTRODUCTION 

This chapter offers the overview of the study, containing the background, motivation, statement of the 

problem, aim and research questions. 

1.1 Background 

The political system of Rwanda is a multiparty with presidential elections by the majority. The 

parliament has two chambers, chamber of deputies and Senate which are embodied in legislative 

assembly (Government of the Republic of Rwanda, 2013). Before mass killing of Tutsi people 

(genocide) of 1995, women were not more than 18 percent in the parliament seats but after that, Rwanda 

took serious measures to empower women politically, they introduced a quota system in the 2003 

constitution with a mandate of at least 30 percent of positions would be for women in decision making 

(Government of the Republic of Rwanda, 2013). The seats of women increased dramatically and 

historically in number in the recent elections by 64 percent of seats and today, Rwanda is the only 

country in the world to have female dominance in the parliament. (World Bank, 2017). 

Semelin (2005), mentions that since the United Nations accepted the agreement on the suppression and 

punishment of the crime of genocide on 9 December 1948, the word genocide has come to mean 

complete evil, mass killings against defenseless civilians.  It was created by the polish jurist Raphael 

Lemkin in 1943. That term has known increasing international reception. Thus one has talked about 

genocide in every major deadly conflict of the second half of the twentieth century: from Combodia to 

Chechnya, including Burundi, Rwanda, Guatemala, Colombia, Iraq to mention but a few. 

According to Devlin &Elgie (2008), there is significant work on the increased women's representation 

in parliaments. Many of the works are built on case studies of individual Western countries, for instance 

the increased female presence in the British House and they grouped the effect of female representation 

under, policy style, the outcome and agenda, also according to Justine (2013), Women in parliament are 

involved in decision making and focus mainly on women’s agendas. Various studies have been carried 

out to find out the relationship between the presence of women in parliament and its effect on the 

performance. In a study by Barasa (2011), investigated the relationship between number of women in 

Kenyan Parliament and its impact on gender related policies, the increased numbers of women elected 

to national parliaments results to women ‘s advancement, the study was based on the works of 

(Tremblay, 1998). 
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 Devlin & Elgie (2008), the composition of women in the parliament, recognition of gender issues as 

well as acceptance of women decision making in Parliament was among the measures of performance. 

Caul (1999), stated that the underrepresentation of women in the parliament limits social diversity and 

will therefore affect the results. 

 

The increase of women parliamentarians according to Devlin &Elgie (2008), is not only simply because 

there should be equal numbers of parliamentarians of both genders or to promote women, but because 

of the approach or style of politics, they mean that with female parliamentarians their influences can be 

noticed in changes that occur in policies and/or legislations.  They prefer working behind the scenes 

instead of dealing with the faced challenges in the boardrooms. Devlin &Elgie (2008), also mentioned 

that women are more loyal to one party in contrast to men. Female parliamentarians are more likely to 

deal with issues such as equality, education, childcare and violence against women. 

Devlin &Elgie (2008) claim that only few policies are considered as a success. In contrast, Thomas 

(1994), mentions that, men most likely focus on issues such as foreign policy, defense spending, arms 

control, foreign trade and farm issues. Performance of women in parliament rests on effective decision 

making. Longwe (2000) argues that, effective performance rests on women being free to take decisions 

with men at all levels of society, it is vital to have more women in political leadership to advance women 

interests, if leadership is male-oriented, gender biases in spreading and control of resources will endure, 

and women will remain vulnerable to poverty and social demotion. 

1.2. Statement of the problem & Research questions. 

Rwanda has had many challenges following 1994 genocide which left the country in pieces and within 

its method to tackle them, high female representation in the parliament has been a key. Rwanda has 

made a big step towards gender equality where almost 64% of parliamentarians are women compared 

to 22% of the worldwide (World Bank, 2017). In connection to the above, high female presentation may 

have contributed significantly to the performance of parliament. The presence of women in parliaments 

is genuineness that influence social, political and economic fabric of nations and of the world, yet, their 

access to the important legislative structures, learning how to work within them, and the extent to which 

they impact on and through them, remain serious challenges (Karam, 1998a.).The substance of women’s 

political representation has increased salience while many countries are sought to advance female  
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 representation (Tripp & Kang, 2008).In this study, we are going to examine the importance of women 

in important legislative matters towards performance in the parliament as there is still a gap in the 

research studies. 

Caul (1999), states that the underrepresentation of women in the parliament limits social diversity and 

will therefore affect the results. In addition, Longwe (2000), argues that, effective performance can be 

archived if women are free to take decisions so that it will be balance with men at all levels of society. 

Also, in the study of Barasa (2011), investigated the relationship between number of women in Kenyan 

Parliament and its impact on gender related policies found that, the increased numbers of women elected 

to national parliament’s results to women´s advancement. 

1.3.Aim & Research Questions.  

The aim of this research is to examine if female representation in the Rwandan parliament, can be seen 

as the cause behind the improvement in performance. In our study, we are going to examine the 

representation of women and how it influences performance in the aspect of their leadership styles, 

social diversity and innovation. The focus is to find the stereotyping of female in the parliament and 

how it stimulated its performance. 

We address the following questions: 

RQ 1: How does female representation in the parliament of Rwanda influence its performance? 

RQ 2: What changes have female representation brought to the parliament performance? 

 

1.4. Delimitation and Scope 

 

To attain valued and effective results concerning the purpose of our study, research is focused on 

influence of female representation on the parliamentary performance specifically on effective decision-

making. This is underlined by merging the literature review in line with influence of female 

representation towards innovation in the parliament. Our study uses a qualitative method and interviews 

with female and male parliamentarians. 
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1.5. Disposition 

The purpose of this part is to deliver a general idea and summary of each chapter. 

The table below pronounces the general structure. 

Table (1) below shows the Disposition of the work. 

 

Chapter1: 

Introduction 

In this chapter, we present the introduction, background and motivation of the 

study. The interest in female representation has increased but research on their 

influence on decision-making and access to the important legislative structures 

remain as serious challenge. 

Chapter2:Literature 

Review 

This chapter states the theory related to female representation, social diversity, 

leadership styles and their impact on innovation in the parliament. Finally built 

on the theoretical review, the framework is established which acts as the base 

for the research. 

 Chapter 3: 

Methodology 

In this chapter we define the tools used to gather information for the study. 

The research strategy used and the operationalization of the study. 

Chapter 4: 

Empirical Findings 

This chapter aims to present the findings acquired for the influence of female 

representation in the parliament towards performance specifically  on effective 

decision making that brings innovation. 

Chapter 5: 

Analysis 

The empirical data is linked with the theoretical model discussed in Chapter 2. 

The analysis is developed from the literature review obtainable in chapter 2 

with the empirical data. 

Chapter 6: 

Conclusion 

Chapter 6 addresses research questions, provides the final thoughts and the 

concluding opinions and theoretical implications of the study as well 

contributions. 

 

Source: Own construction  
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2.0. LITERATURE REVIEW 

This chapter conceives the main topics which are Female representation, Social diversity and Women 

leadership styles towards performance. At the end a theoretical framework established by the authors 

will serve as a base for this study. 

2.1. Female Representation 

Representativeness is a vital concern in current discussions about the democratic level of the political 

processes, the under-representation of explicit groups in political institutions, decision-making and 

policies is a democratic problem of responsiveness and effectiveness,(Celis, 2009). Fregidou-Malama 

(2005), mentions that women and men differ in their experiences; however, women can stand up for 

new idea and contribute to new answers. 

Criticizers of female representation urged that, women are not appropriate in making public decisions 

than men (Sapiro, 1981). The literature proposes many explanations of how good women’s interests can 

be represented. Fregidou-Malama (2005), mentions that representation in democracy needs that, women 

and men should be equally represented, policies formed for all should be for women and men otherwise 

the decisions taken are not complete. 

Celis (2009), states that women interest can be represented by empowering women politically. Women’s 

empowerment is the progression where women redefine and spread what is conceivable for them to be 

and do in circumstances where they have been limited in comparison to men, (Mosedale, 2005). 

Although only 22% of the world's parliamentarians is occupied by women, Rwanda took a major step 

towards equality, in 2003, 48.8% of the parliament consisted of women parliamentarians, today Rwanda 

has almost 64% of female parliamentarians and 36% of male parliamentarians, (World Bank, 2017). 

 

Rwanda managed to have as one of the highest proportion of female parliamentarians in the world.  

Devlin &Elgie (2008), mention that numbers do count, as it influences the social climate, so that could 

be a reason for the continuous growth of female representation in Rwanda’s parliament. Increasing the 

numbers of female in traditionally underrepresented groups in organizations will ultimately enhance a 

work group's effectiveness by removing the barriers associated with minority status and thereby 

enabling all people to be maximally productive (Larkey, 1996). 
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According to Devlin, &Elgie (2008), female representation has a significant form of work in parliament, 

the attention of female representation to the parliament is often related to behaviors of feminist and 

some of the work is focused on the effect’s women may have can be more substantive than descriptive. 

According to Celis (2009), the difference between Descriptive and Substantive representation is whether 

the representative is after the interest of the represented, and to what degree this is likely if the 

representative is not a member of the group she is represented. Descriptive representation means that 

representatives should represent the society in terms of descriptive features that might be politically 

relevant and is not concerned with the political outcome (Wängnerud, 2009, p.52). On the other hand, 

the substantive representation is not only with the representatives themselves, but emphasizes that, the 

political result must promote the society. 

  

2.2. Female Substantive representation 

Celis (2009), urges that, Substantive representation is whether the representative is after the interest of 

the represented, substantive representation is not concerned with the representatives themselves, but 

underlines that the political consequence must reflect the society. Substantive representation is defined 

as "acting in the interests of the represented in a manner responsive to them" (Thomas&Pitkin, 1969, 

p.209). Substantive representation is pointed out by Pitkin herself to be the most important dimension 

due to the strong causal connection between descriptive and substantive representation (Schwindt-Bayer 

&Michelle, 2005, p.413). 

In a study on female representation, Kanter (1997), argues that three elements are emphasized in order 

for substantive representation to occur: “Firstly, to be able to act you must be present; a numerical 

presence is itself necessary for action to occur”), alternatively, numeric increase in the representation of 

groups traditionally in the minority threaten the majority. Hence, men, for example, should react to 

increasing numbers of women in the workplace with heightened levels of discriminatory behavior, to 

limit women's power gains (Kanter, 1997). 

  

Secondly, the political issues that the representatives push for must be in order with the ones perceived 

important by the represented. In promoting your preferences, however, you must not only be willing to 

act, but also can act without constraints. Swers (2001), found a strong link between increased female 

representation in parliaments and women's policy responsiveness. In countries with comparable 

economies and similar attitudes about women, legislatures are more responsive to women's agenda when 

there are more women in legislature (Swers,2001).  However, the same scholars also found that effects 

of female representation appear to be limited to women's issue areas. Kanter (1997) further suggests 
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that, the responsiveness only holds up to a perceived threshold, beyond that, women's interests will 

begin to diffuse broadly and result in an accelerated responsiveness from all members. 

 

2.3. The number of women in Rwandan parliament 

The number of women in parliament increased in the mid 1990 to 2017 because of the amendment of 

the constitution in 2003 to increase the number of women representations in parliament. For instance, 

in the 2013 presidential election the Rwanda Patriotic Front (RPF) won by 76.2%of the vote and 51 out 

of the 80 seats contested for were won by women and this set a world record (Ndungu, 2013). The 

motivation for women increase is based on the need to reconstruct the nation after the 1994 genocide 

against the Tutsi minority where by a conscious decision was required to plant inclusiveness and 

equality in the heart of reconstruction process. Kantengwa (2013) the former vice-president of the Pan-

African parliament and Rwandan parliamentarian argues “Our constitution put in place a quota for 

female representation in parliament and women were called upon to take up the demanding tasks of 

physical and social reconstruction of the nation, social healing, unity and reconciliation, repatriation of 

refugees, peace building in times of insurgence, justice and governance programs”. 

 

Ndungu (2013), argues that, the nation is still facing gender inequality and the number of women in 

parliament is just a cover-up for public relations. categorically shows that statistically outside parliament 

women representation is the worst with only 28.8% women nominated as ambassadors, 15.7% are 

director generals and executive secretaries in public institutions, less than 5% are rectors, about 13% 

members of board of public institutions, and about 6.7%, 9.1% and 37.7% are district executive 

secretaries, sector executive secretaries and cell executives respectively. 

 

2.4. Equal Opportunities 

Concerning getting managerial positions and acquiring good career, Kanter (1997), urges that, 

opportunity builds and shapes behaviors in such a way that they confirm their own forecasts 

strengthening the role of women as leaders and mentors, particularly at the top of the organizational 

ranks, will yield a greater balance in power and thus, create opportunities for female advancement. 

Kanter (1997), suggests increasing diversity beyond the token status within high level positions is likely 

to open doors for women that were previously closed or highly restricted by reducing stereotypes. 

Kanter (1997) states that difference in attitude and behavior could be accumulated when people either 

have low in opportunity in an organization, or, high in opportunity in an organization, people who set 
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on high undertaking tend to advance their attitudes and values that make them extra along the way: work 

obligations, high targets, and rising orientations while those who set on low motion ways tend to become 

indifferent, to give up, and thus to prove that their initial placement was correct. They develop low risk, 

conservative attitudes, or become complaining critics, demonstrating how right the organization was 

not to let them go further (Kanter, 1997). 

Alvesson & Billing (2011), suggested that in some fields like communication, team work, cooperation 

and creation are influential in leadership today while as social skills, and teamwork are nowadays 

considered important for giving women the way to contribute with values distinctive for them.  Alvesson 

& Billing (2011), urges that, women having a lot of practice of caring for others and communicating 

from an early stage have an advantage in today's organization. 

 

2.5. Impact of substantive representation 

 

Women and politics are equally limited occupying different domains, politics was implicit as a public 

activity subject to men and necessitating only masculine features, but this phenomenon was challenged 

as both men and women contribute to changes (Thomas & Susan, 1991). 

In relation to the influence of women, Devlin &Elgie (2008), pointed out that, substantive representation 

of women is likely to raise matters of equality, childcare, women's fairly poor economically, education, 

violence which is done to women and incorporation of gender into the matters of employment and pay. 

Devlin &Elgie (2008), suggests that, women tend to work behind the scenes, instead of depending on 

direct encounters in the debating chamber, they are also more loyal to the party than male, by contrast, 

women MPs are not successful in changing adversarial philosophy of the parliament, or in other domain 

like changing work hours and establishing childcare services. 

Tremblay& Pelletier (2000), pointed out that, women in politics assume more generous views than their 

male on various social issues like death penalty, financial intervention of the government in social 

programs, and the access of women to abortion services. 

Jalazai & Krook (2010), argue that, nowadays research on female national leaders has put much 

attention on the particulars of individual women’s political careers. Justine (2013), mentions that, 

women in the parliament of Rwanda currently seem to be more sociable and trustworthy than male 

equals; women are traditionally known as having large capacity and skills for promoting forgiveness 

and reconciliation during post conflict peace building processes. Krook (2005), suggest that, providing 

unity is particularly high and significant contributing factor to women’s rule in many of the countries 

with political instability and a lack of political institutionalization. 
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Wolbrecht& Campbell (2007), argue that, influence of substantive female representation has been 

predictable to outgrowth engagement with politics midst other women, female politicians may thus 

function as true role models, inspiring other women and girls to be politically active. Female 

representation stimulates aspiration, work commitment, and sense of organizational responsibility once 

given equal opportunity, (Wolbrecht& Campbell, 2007). 

2.6. Gender and leadership. 

 

The topic has been a great interest for researchers; Moran (1992), mentioned that in recent years 

researchers in management, psychology and sociology have continuously researched the gender 

differences in leadership. Over the past two decades an ongoing debate emerged in management 

literature as to if there is a different leadership style in both women and men (Burke & Collins, 2001). 

Several scholars such as Powell (1993), and Bass (1981), concluded that there was no gender difference 

in one’s leadership style. However, later scholars started to acknowledge that there is a difference in the 

way both genders lead, the gender difference in both leadership styles and management was identified 

due to the self- reported collected sample data that was collected from accountants (Burke & Collins, 

2001). 

Women have vastly become more prominent in the leading positions, such as manager’s executives in 

organizations, (Burke & Collins, 2001). They claim that intuitive reasons suggest that early socialization 

repetitions develop the leadership style of women and men. 

 

Appelbaum, Audet& Miller (2003), mention that, the basic premise of their work suggests that 

leadership is biologically determined, and leadership is linked to the male species. However, Reuvers, 

Vinkenburg & Wilson-Evered(2008), mentioned that, women develop a feminine style of leadership 

whilst men develop a masculine style of leadership. Reuverset al., (2008), claim that, the styles include 

characteristics such as caring and nurturance or dominance and task orientation. 

According to the social role theory, leaders tend to behave in the way, which their gender is expected 

to behave (Reuvers et al., 2008). According to this theory, woman tend to use transformational aspects 

of leadership which means: The leader might be charismatic and become role model to the employees, 

intellectually encourage the employees, persuade the employee to believe in the mission and its 

attainability and the leader might understand the employee’s individual needs, and individually consider 

what is best for the employee (Reuvers et al., 2008). 
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According to Burke & Collins (2001), transformational leadership develop positive relationships within 

the organization to improve its performance. Valmohammadi & Roshanzamir (2015), mentioned that, 

organization culture can be considered one of the vital elements that promote improved performance 

through the organization's environment. Denison & Mishra (1995), claim that, organizational cultures 

are usually fixed and difficult to change, therefore is vital to have a viable organization culture that 

reflects on the beliefs and aims of the organization. According to 

Elenkov&Manev (2005), claim that, organizational culture is used to sustain rules of behavior, duties 

and leadership styles. Appelbaum et al., (2003), claim that women do not feel welcomed in corporate 

environments making them behave in a reserved manner, and not take up too much space. Stuhlmacher, 

Citera& Willis (2007), claim that, therefore women tend to be both silent and be satisfied with what 

they are offered, whilst men like to take up much space. 

2.6.1. Factors which influence a leader’s skills 

 

Kolb(1999), states that, women have stronger predictor rather than masculinity, self-confidence, attitude 

and experience are considered to be the principal factors which affect a leader’s skills. However, 

Appelbaum et al., (2003), mention that, when it comes to women, they tend to be reserved, quiet and a 

lack of self-confidence usually occurs. They claim that there are indicators which suggest that women 

adopt second class attitude in an early stage in their life which then affects one’s self-confidence. 

According to the sex role theory approach women are thought in early ages on how to act, and also the 

expected attitude. Appelbaum et al., (2003), claim that, the expected attitudes can later prove difficulties 

in their working lives, which can deprive them for being perceived as credible leadership potential. They 

state that women would have to work incredibly hard to be able to be preserved as a credible leadership 

potential. The relative deprivation theory is used to define women being satisfied with less. An example 

can be that both genders work within the same position but the woman receives less pay, 

acknowledgement and bonuses for the same position. 

 

2.6.2.Key difference in gender leadership style 

 

Empathy 

Early studies found that men react with less emotion according to Harshman & Paivio, (1987), in 

negative circumstances. Stevens & Hamann, (2012), argue that men prefer to respond by acting than 

feeling a fact that is evidenced by the neurological formations. Nielsen &Huse(2010), proved that in 
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response to emotional demands, the reptilian side of the brain instructs a fight-or flight response in men 

while the limbic system in women brain instructs empathy. This is important in the parliament in that 

multiparty debates are characterized by intense arguments that in most cases result in bitter 

disagreements, while proposals for social actions may require the ability to empathize with the character 

described in the social situations. These scenarios are best handled by women or at least they provide 

the balance from the empathy side of view discussed (Cunningham & Roberts, 2012). 

Confidence: 

Bengtsson, Persson &Willenhag (2005), urge that, compared to men, women have been found to be less 

confident in management positions and financial decisions. According to Barber &Odean (2000), men 

are more risk takers than women and have been found to be more profitable in business affairs. Such 

characteristics show that in positions where risky decision making is concerned, say standing up against 

the status quo is concerned, women may not be much relied upon, Contentious debates in parliament 

where a decision must be taken against the ruling party or impeachment motions may not attract the 

contribution of women, (Robinson &Stubberud, 2011). 

Hoffman, Kessler, Eppel, Rukavina, &Traue (2010), found that, non-verbal expressions are quickly 

recognized by women no matter how short it may last, Women have higher amounts of mirror neurons 

activated during emotional assessment. 

Schulte-Ruther, Markowitsch, Shah, Fink, & Piefke (2008), The reflection of neuron is discharged 

during action or when one observes another person’s actions and still other researchers have identified 

it with social cognition in which people’s state of mind as well as their intensions are evaluated so as to 

socially interact, (Enticott, Johnston, Herring, Hoy, & Fitzgerald, 2008). 

Leadership Ability  

 

There is no difference between the ability of women and men to perform operational tasks, according 

to study on 201 Norwegian companies, however their sensitivity to others gives them a different view 

point during strategic decision-making and therefore will excel in most leadership competencies, 

(Nielsen &Huse, 2010). The competencies at which women excel include initiation of activities, self-

development, being result oriented and trustworthy and some difference in board member behavior are 

gender based according to (Yukl, 2008). 

Leadership Styles 

Eagly, Schmidt, & Engen (2003), point to the fact that, men and women differ in their leadership styles, 

unlike men who are directive and authoritative, women are more participatory and democratic, 

transformational, translational and even laissez-faire in their leadership style, men are not gifted in 
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building the self-esteem of their followers and will always relay on punishment than reward unlike 

women and therefore the latter exhibit authentic leadership styles. This was observed in the study of 

McKinsey& Company (2009), examined that, gender have a leadership style suitable for addressing 

global post- crisis challenges and corporate performance, the author found that women exhibited 

expectations and rewards, inspiration, and participative decision-making in their leadership styles. 

 

2.7 Social diversity 

 

According to Widell &Mlekov (2013), Diversity in a political and social context refers to the structure 

of the community; working with integration of those who are minority, the goal of diversity in the 

society is about having an equal and fair society to all. Within a business organization diversity refers 

to business strategies to build a group that will maximize the productivity or revenue of the company as 

possible.  Diversity in many ways is considered as positive in the society, organizations who work with 

diversity are often viewed as taking a social responsibility to include all people and thereby showing 

that they believe all people have the same value, it shows that companies take corporate social 

responsibility (Widell&Mlekov, 2013). 

Klein & Harrison (2007), urge that, the benefits of diversity should be specific gender diversity, by 

principally to more detailed information processing and likeness of different opinions should be 

particularly valued for creative solutions such as the process of innovation, which relies on the insightful 

and unique recombination and reapplication of existing. Diversity in general is associated with high 

levels of creativity and innovation (Van Knippenberg et al., 2004). 

According to Philips (2014), diversity is needed in order to improve innovation. The crucial for 

understanding the positive influence of diversity is the conception of informational diversity. Different 

information is brought together when people are together to solve problems in group, they bring 

different information, opinions and perspectives, the same sense applies to social diversity, people who 

are different from one another in race, gender and other dimensions bring unique information and 

experiences to bear on the task at hand, (Philips, 2014). 

 

2.8. Innovation 

 

Alsos, Ljunggren & Hytti (2013), urge that, Innovation is one of the major ways to enhance economic 

growth and thus create prosperous nations and regions, women are equally innovative in generating new 

ideas compared to men, but women ideas are more rarely implemented in the organization. Mumford 

&Gustafson (1988), have urged that organizational innovation also depends on whether the organization 
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has a climate that supports innovation, even when individuals have developed the capacity for 

innovation, their willingness to undertake productive efforts may be conditioned by beliefs concerning 

the consequences of such actions in a given environment. Jung, Chow, & Wu (2003), suggested that top 

managers’ leadership styles can significantly impact an organization’s creativity and innovative ability, 

this arises in the organizational climate that empowers employees and provides support for innovation. 

Elenkov & Manev (2005), states that, organizations innovation is aimed at the external rather than 

within the organization itself. They claim that management is directly linked to organizations 

innovation, as they are responsible to set the organizational procedures, structures, and the organization 

culture that is needed. For a successful innovation, management should be forced to participate both 

directly and indirectly. Westwood &Low (2003) mentioned that leadership has strong influence on 

creativity and innovation within an organization. 

Dezsö& Ross (2012) urges that, variances in managerial behavior between man and woman may also 

deliver environment of specific benefits, innovation gives managers’ freedom to make decisions, 

thereby strengthening the importance of managerial efficiency for firm performance. Castanias & 

Helfat(2001), motivation is also important provider of creativity the confident consequences of female 

representation are commitment of women managers at lower levels in the hierarchy who are thus 

predominantly important where they are heavily engaged in innovation-related tasks. 

Teruel, Parra & Segarra (2013), conducted a study to assess the impact of gender diversity on innovation 

whilst taking the effect of team size into account, they demonstrated that gender diverse teams increase 

the probability of innovating, and this capacity is positively related to team size with larger teams having 

a higher likelihood to innovate. 

Bass (1999), mentioned that, specific features of women managers, innovative ideas and insights are 

considered as stimulating factor, women and men differ in their decision-making styles in that women 

are more relational than transactional in nature, placing greater importance on the effect that their 

decisions would have on others, and taking greater care in gathering and considering the opinions of 

others when making decisions  

The comparative studies conducted by the gender factor in management show that men managers are 

business-oriented and have authoritarian management style where women managers are human-oriented 

and have supportive management style (Bass1999).    

Also, women managers are likely to be interactive in their relations with employees. These features 

affect them positively on collecting the team and encouraging participation. Men managers seem 

powerful, competitive and controlling. On the other hand, women managers’ emotional, supportive and 

collaborative features make them interactive leader (Westwood & Low, 2003). 



14 

In addition, female managers are more flexible in approaching to change which allows them to adapt 

faster. Being successful to be selfless, to approach events strategically, and not to neglect the human 

dimension could be considered within the scope of innovative features of women managers, (Jung, et 

al., 2003).However, women managers' being more loyal towards the people and corporation, to dare to 

query and not afraid of making mistakes than men managers, could be the starting point for pioneering 

ideas for change, (Oldham & Cummings, 1996). 

The observed features of women managers enable them to create a vision with different views in the 

organization. These views provide them with the possibility to create innovations that turns into benefits, 

(Jung, et al., 2003). 

 

2.9. Women representation and parliamentary performance 

 

According to Powley (2005), Rwanda tried to reform its Constitutional Commission near the end of the 

country's post-genocide transitional period, the Commission had a total of 12 members, only 25% of the 

members were women. Later the commission was charged with drafting and it was up to the population 

to choose, many women organization movements became active to ensure equality between both 

genders in the Commission (Powley, 2005).However, in 2003 the new constitution was formed and had 

a high percentage of women, thanks to the women organizations movements, (Powley, 2005). 

Lovenduski& Norris (2003), mentioned that, interest is placed on gender as the cause of the political 

change that happens when women enter a legislature and when women and men vary in their 

fundamental interests. Critical mass has gained wide voice among politicians over the last twenty years, 

the media and international organizations as explanation for measures to bring more women into 

political office, (Krook, 2005). 

Tripp & Kang (2008), urge that, in 2003 elections, Rwanda gaining the highest proportion of female 

parliamentarians in the world. This carried new consideration to quotas, which were being rapidly 

adopted in Latin America, Africa, Asia, and the Middle East. These measures aimed at attaining more 

equitable representation. The dramatic increase in parliamentary representation may be brought by the 

introduction of gender quotas. 

Performance measurement is a topic which is often discussed but rarely defined. Literally it is the 

process of quantifying action, where measurement is the process of quantification and action leads to 

performance. According to the marketing perspective, organizations achieve their goals that is they 

perform, by satisfying their customers with greater efficiency and effectiveness than their competitors 

(Neely, 2005). 
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Parliament is a legislative elected body of government with the function of representing the 

constituency, supervision of the government and making laws. Lovenduski, & Norris (2003),urge that, 

Parliament that consists of more women politicians could contribute towards a transformation in the 

institutional culture, political discourse, and policy agenda. 

Palmieri (2011), mentions that, gender sensitivity of parliaments around the world was examined, 

evaluated operational and institutional culture in each Parliament and in particular assessed the facilities 

available, sitting times, budget allocations and services. Institutional culture was examined in terms of 

the unwritten rules, norms and mores adopted over time in institutions primarily designed by men, 

current best practices for mainstreaming gender in policy development and parliamentary work and the 

mechanisms for suiting these best practices, such as parliamentary committees, caucuses of women 

parliamentarians or the use of gender budgeting. 

Palmieri (2011), investigated the working condition of parliament, a normal parliament sitting will have 

its staff working hours as long as those worked by parliamentarians. Parliamentarians themselves can 

have an impact on the workplace culture. The research uncovered examples of women members fighting 

to relax the dress codes for parliamentary staff members and of parliamentarians sexually harassing staff 

members. 

Another gender sensitive area in a parliament is leadership structure. Women participation in committee 

work indicates gender equality in parliament, Committees are often described as the “backbone” of 

parliament: they are a vital link between citizens and their representatives 

and afford parliaments an opportunity to focus on issues more closely than possible in the plenary 

Committees are also microcosms of the wider parliamentary population (Lovenduski&Karam,2005). 

Research carried out by the inter parliamentary union (IPU) shows that in August 2011, women hold 

just over 14 per cent of the most senior position in parliament: that of Speaker. Interestingly, women 

reportedly hold approximately 22 per cent of Deputy Speaker positions. This higher representation is 

attributable to a number of factors. First, there are always more deputy speaker than speaker positions. 

Where there are multiple deputy speaker positions, parliaments can divide them between men and 

women. Second, and as explained below, the position of Speaker often requires substantial political 

experience, which, relative to men, women often do not have. 

The operational dimension of parliamentary performance  

• Government context 

• Parliamentary culture 

• Parliamentary organization 

• Parliamentary performance 
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Beswick (2010), urged that, the parliament is placed in the external environment which in this contest 

is government in which the state, the market and the civil society, political space and citizen support or 

influence the parliament as an organ. Culture, organization and performance influence parliament in 

that beliefs and practices, expectations of membership are factors related to organization while 

performance a factor dependent on the administrative and political capabilities of parliament. A well 

performing parliament is shown by its efficiency of its operations, effectiveness, and relevance of its 

decisions as well as sustainability in the way it promotes its mission, (Christopher &Beetham, 2001). 

 

Another dimension of performance is in the structure of parliament as measured by its inputs, activities, 

outputs, outcomes as well as impacts, the inputs of parliament are usually its staffs, the deputies, 

financial as well as other resources, constituencies, chamber of parliament and committees, (Gibson 

&Harmel, 1998).  On the other hand, the expected output of parliamentary activities includes laws, 

debates, resolutions, reports, laws as well as constituency assistance, they all work together as an 

outcome directed on the immediate external environment of parliament measures in terms of 

accountability, participation and transparency. The ultimate goal of the parliament is to impact on rule 

of law, governance, conflict resolution and peace, (Corbett, Jacobs &Shackleton, 2011). 

Figure 1, illustrates operational dimensions of parliamentary performance 

 

Source: Corbett, Jacobs &Shackleton (2011)pp.437. 
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Table (2) below shows the operational dimensions of parliamentary performance. 

Indicator Description 

Governance Context Describes how parliament and the external 

environment relate 

Parliamentary Culture. Measure   motivation, values, party   roles, 

relationships between MPs and 

constituencies, and between government and 

opposition in parliament. 

Parliamentary Organization This measures the organization structures 

Within parliament and may include 

administration and leadership, the role of the 

professional secretariat and the financial and 

other resources available to parliament. 

Parliamentary Performance Measures parliamentary performance in 

areas like representation, legislation, 

oversight and the budget. 

 

Source: Own construction 

 

2.10. Theoretical Framework 

Figure (2) represents female representation towards performance. 

 

Source: Own construction. 
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Summary of the framework 

The research aim is to investigate the influence of female representation in the parliament, in order to 

achieve the aim of the study, different concepts were used that later builds up our theoretical framework. 

Our theoretical framework indicated in figure (2) indicates that there is a connection amongst female 

representation in the concept of substantive representation of women and the strategies used to attain 

effective performance in the parliament, which include innovation, social diversity and gender and 

leadership. 

Lovenduski & Karam (2005), urges that, leadership structure is a sensitive area in the parliament. 

Women participation in committee work indicates gender equality which is the backbone of the 

parliament, the committees’ link citizens and their representatives and offered parliaments an 

opportunity to focus on issues more than possible. Westwood &Low (2003) mentioned that leadership 

has strong influence on creativity and innovation within an organization. 

According to Lovenduski & Norris (2003), Parliament that consists of more women politicians could 

contribute towards a transformation in the institutional culture, political discourse, and policy agenda. 

In the study, the authors used female representation as the input, innovation social diversity and 

Leadership styles as strategies of performance. Influence of female representation is probable to result 

in engagement of women with politics midst other women. Also women are equally innovative in 

creating new ideas compared to men. Leadership style of women in the parliament, innovative ideas are 

considered as stimulating factor to the parliamentary culture of performance in the study. 

Beswick (2010), urges that, parliamentary culture and parliamentary organization can be indicators of 

performance as they influence beliefs and practices; performance is factor dependent on the 

administrative and political capabilities of parliament. A well performing parliament is shown by its 

efficiency of its operations, effectiveness, and relevance of its decisions as well as sustainability in the 

way it promotes its mission, (Christopher & Beetham, 2001). 
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3.0. METHODOLOGY 

To be able to answer the research questions mentioned above. It is certain that a clear and suitable 

approach is essential. This chapter will describe the chosen methods and the reason why those 

methods are used. 

3.1. Research strategy 

According to Bryman & Bell (2011), there are only three available strategies which researchers can 

use in their study to investigate their research question, which are quantitative, qualitative or mixed 

methods. Quantitative research is measured by quantity or amount, whilst qualitative research aims 

to discover the research questions the by in depth interviews (Kothari, 2004). Kothari (2004), claim 

that qualitative research is connected to the subject’s attitude, opinion and behavior. 

Qualitative approach was chosen for this particular study and inductive approach was applied, 

Bryman& Bell (2011), claim when authors collect data on existing theory it is considered as a 

deductive study, however developing on existing theories is considered as an inductive study. The 

interviewees of this study only consist of parliamentarians, gender does not matter, however we try 

to balance it so that it becomes equal, and can compare on how both genders view certain questions. 

We have interviewed six women and four men. 

3.2. Interview structure 

There are three ranges of possible interviews structure, unstructured, semi-structured and structured. 

Many authors claim that the idea of the level of “power” the interviewer has or will have during the 

interaction is imbedded into the scale. 

3.2.1. Unstructured 

With unstructured interviews the interviewer has no control on how the conversation goes, there is 

a possibility for great results, as the interviewers follow up questions are based on the respondent’s 

answers. In unstructured interviews conversations are usually free and flowing, however, it 

consumes a great amount of time. Greenberg & Folger(1983), claim that, it creates a voice for the 

respondent, meaning questions that are indirectly related to the topic can be asked to assist with a 

broader understanding for both the respondent and the interviewer (Kohn &Dipboye, 1998). Also 
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according to Kohn &Dipboye(1998), with unstructured interviews the interviewer may have to 

possibility to be friendly and warm towards to respondent, which may in most cases create a good 

environment to an extent where the respondent becomes less nervous and obligated to answer in a 

certain way, (Campion, Pursell, & Brown, 1988). 

3.2.2. Semi-structured 

Semi-structured interviews are guided, as the interviewer has questions/topics that must be covered, 

and it might have to be covered in a certain order. DiCicco-Bloom & Crabtree (2006), state that, in 

semi-structured interviews unplanned following questions can also take place, to help the 

interviewer to get a better understanding. 

3.2.3. Structured 

Structured interview is considered to be the strict one as all questions are required to be asked in a 

particular order, and no real explanation is given to the respondent, and mentioned that the 

interviewer is restricted to give any further explanation (Kohn &Dipboye, 1998). 

In this study, semi-structured interviews were conducted, according to DiCicco-Bloom & Crabtree 

(2006), semi-structured interviews are scheduled in advance and lasts between thirty minutes to 

couple of hours. They claim that, semi-structured interviews can take place either in a group setting 

or only one person, in this study, an individual in-depth interview with the parliamentarians was 

conducted. 

3.3. Data collection 

 

In this study, the authors obtained both secondary and primary data regarding the parliament in 

Rwanda. Secondary data does not only provide the answers it also provides external knowledge 

about other gaps that has not been identified by authors. A critical review of the literature will also 

be conducted to identify the quality of the data, and to understand and present what authors will be 

very important in our study, which we will use to develop a theoretical framework. We will then 

proceed into primary research where we will conduct telephone interviews. 
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3.3.1. Secondary data 

According to Stewart &Kamins (1993), secondary research opens up the doors for the primary 

research that will later take place. It will be used in this study to combine different theories and 

develop from there. This includes books, journals, articles, case studies and government reports. The 

scientific articles, books, journals have been attained with the use of Google scholar, Google books 

and Gävle University. 

We will use different theories to be able to see how High female representation influence on 

performance of parliament, lower tendency’s, high response rate, in comparison to questionnaires, 

and the possible use of proverbs, are some of the advantages telephone interviews have over face to 

face interviews, whilst Lavrakas (1987), mentioned the opportunity it creates for the researchers in 

terms of quality control, cost-effective, and the time aspect. Researches save both money and time 

when they do not need to relocate for interviews, instead they only stay at one place and possible 

spend more time analyzing each answer. Also, this gives researchers the benefit of crossing 

geographical borders in a cost-efficient manner. 

Marcus & Crane (1986), claim that, in comparison of face to face interviews and telephone 

interviews, telephone interviews offer more personal safety and security to the interviewer and 

subject, especially in sensitive or high crime cases. 

However, there are also some disadvantages such as the lack of visual, the respondent might answer 

in a certain way whilst the body language is responding otherwise, Gillham (2005), mentioned that 

the lack of face to face contact restricts the development rapport and natural encounter. Robson 

(1993), mentioned the time limit, after 20-30 min the respondents’ starts becoming tired, and the 

answers might not be as good as it could have been (Marcus and Crane, 1986) and it is difficult to 

sustain concentration. According to Gillham (2005), telephone interviews usually produce shorter 

responses, however Frey & Fontana (1991), mentioned that telephone interviews are more focused 

and do not include many unnecessary answers. Therefore, it is advised to have specific questions 

and structured guidelines (Gillham, 2005). The interviewees requested to be anonyms, due to 

personal reasons. 
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3.4. Table of respondents 

Table (3) below represents respondents participated in the interview. 

Respondent Date Duration 

Method of 

Interview 
Gender 

Interview 1 16-11-17 31min Phone call Male 

Interview 2 21-05-18 1hr:15min Face to Face  

2 24-11-17 43min Phone call Female 

3 21-12-17 25min Phone call Female 

4 28-12-17 15min Phone call Male 

5 14-02-18 46min Phone call Male 

6 20-02-18 43min Phone call Female 

7 28-02-18 23min Phone call Female 

8 08-03-18 28min Phone call Female 

9 17-03-18 33min Phone call Male 

10 21-03-18 43min Phone call Female 

 

Source: Own construction 

 

3.5. Operationalization of the interview question. 

In the table below we show which theories we used to pose our question and to which research question 

each question is aimed to answer. Some questions were not answering research question but to 

understand the background of the respondent so that we can later compare both genders answers. 
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Table 4. Link between Theory and Interview questions 

Questions Theory Researc

h 

Questio

n 

1.Gender General Questions …… 

2. Can you describe how you got 

recruited to this position? General Questions 
…… 

3. When did you notice women 

increase 

Dezsö, Cristian &David Gaddis Ross (2012) RQ:1 

4. Have you noticed procedures 

that has been handled differently 

according to one’s gender? If so, 

please state an example. 

Alsos, G.Ljunggren, E.,&Hytti, U. (2013). 

Mumford, M. D. & Gustafson, S. B. (1988). 

Jung, D. Chow, C.& Wu, A.(2003). 

Dezsö, C.&  Ross, D(2012). 

Elenkov, D. and Manev, I (2005). 

RQ:2 

5.  What innovations have been 

introduced by the increase of 

female parliamentarians? 

Reuvers, M., Van, Engen, M., Vinkenburg, C. 

&Wilson-Evered, E. (2008). 

Burke, S. & Collins, K. (2001) 

RQ:1 

6. Are women more social and 

trustworthy than men in parliament? 

Reuvers, M., Van. Engen M., Vinkenburg, C, & 

Wilson-Evered, E. (2008). 

RQ:2 

7. What leadership difference have 

you noticed by women in parliament? 

Stacey, (2013). RQ.2 

8. Are different political parties well 

represented by women in the 

parliament? 

Alvesson,& Due Billng (2011). 

Reuvers, M., Van, Engen, M., 

Vinkenburg,C&Wilson-Evered, E. (2008) 

RQ.1 

9. How did the working condition 

changesince the women increased in 

parliament? 

Alvesson& Due Billng (2011). 

Reuvers, N., Van. Engen, M., Vinkenburg, C &Wilson-

Evered, E. (2008). 

Appelbaum, S. H., Audet, L., & Miller, J. C. (2003). 

RQ.1 

10. How is performance appraised in 

parliament? 

Longwe& Sara (2000). 

Barasa (2011) 

RQ.2 

11. Do women and men receive equal 

opportunities acknowledgment and 

bonus? 

Appelbaum, S. H., Audet, L. & Miller, J. C. (2003). RQ.1 

Source: Own construction 
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3.6. Data presentation and analysis 

According to Hsieh & Shannon (2005), There are three different approaches, conventional, directed, 

and summative. However, Hsieh & Shannon (2005) also stated that all approaches require the seven 

fundamental steps, which are, Formulation of the research questions to be solved, selection of the 

sample, defining the categories to be applied, defining the coding process, applying the coding 

process, determining credibility, and examining the outcomes of the coding process, yet the 

processes differ. “Summative content analysis involves the counting of words or content and the 

interpretation of that quantification” (Humble, 2009,pp.37).  In conventional content analysis, the 

categories emerge from the analysis made by the author, rather than categories being imposed on 

the data, (Humble, 2009). 

However, in directed content analysis according to Humble (2009), the author applies conceptual 

categories into a new context. In this study, we have applied the directed content analysis. We started 

with the theories which we used as a basis. According to Humble (2009), it is appropriate to use 

when conducting research about an incomplete phenomenon. 

Hsieh & Shannon (2005), stated that, sometimes existing theories might have limited information, 

creating a gap for future research. The aim of the directed content analysis is to validate previous 

claims or cover its gaps. In this study, we created a theoretical framework from existing theories and 

then developed our questions through it. We used open-ended questions, which we linked to the 

theories. 

3.7. Validity and reliability 

Patton (2002), claims that, validity and reliability are the key factors when designing a qualitative 

study. Bryman & Bell (2011), discussed the importance of reliability, according to the authors 

reliability is an instrument which measures credibility of the provided results. We tried to attain 

credible results by interviewing multiple people whom are members of the parliament, and have 

very great knowledge about the issue, as they practice it in their daily life. 

Patton (2002), also claims that, the data collection is crucial for validity of a study, the data must be 

collected appropriately. The used data for this study are either, scientific articles, books, official 

websites, and the interviews which we conducted. Greener (2008), mentioned that one must design 

a research which is both transparent and clear to get a reliable and validated study. In this study the 

transcripts of each interview has been attached to the appendix, time and date of each interview has 
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also been noted. Greener (2008), also mentioned that, for a study to be reliable, the authors should 

understand bias, and try to minimize it. Before interviewing the respondents, a brief background 

check was made to understand them and what they stand for, these background checks were both 

formal and informal as one of the authors of this thesis, have a network which has allowed her to 

encounter with a small portion of the respondents before. 

Healy & Perry (2000), cited that, multiple opinions (as in similar answers), can be used to assess a 

studies validity and reliability. The questions were straightforward and clear, also we had the 

opportunity to explain each question and the thought behind it, if the respondent did not understand. 

Another privilege was that one team member spoke the local language so if one sentence was 

misunderstood she had the opportunity to explain it. 

3.8. Limitation of methodology  

We were unable to conduct face to face interviews due to the travel distance and the 

parliamentarian’s busy schedules. Time, most people would understand the parliamentarians have 

busy schedules and are sometimes in meetings longer than they anticipated, therefore a number of 

scheduled interviews had been postponed and sometimes even conducted around midnight. Another 

limitation was secondary data, as it was difficult to gather information about the parliament itself 

prior to conducting the primary research.  
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4.0. EMPIRICAL FINDINGS 

In this section, we present all of the findings regarding the influence of female representation in 

the parliament of Rwanda as our case study. 

4.1. Female representation in the parliament 

The respondents were asked when the increase in the number of women was noticed in parliament. 

This question was analyzed by presenting the number of women in parliament since 1990 to 2017 

and presented as shown as in Figure 3. 

Figure 3. Rise of women in the Parliament 

 

 

 

Source:   Adopted from World Bank (2017), World Development indicators.  

According to the findings, number of women deputies was only about 17% up to 1999. However, a 

steady raise was noticed from 2000 up to 2017 with 2003 following the amendment of the 

constitution in 2003 to increase the number of women representations in parliament. Figure 4 shows 

the head of committees of parliament by their gender. 



 

Figure 4. Head of committee by Gender 

 

Source: Adopted from World Bank, (2017), World Development indicators. 

 

There were 11 (eleven) committees in the Rwanda parliament in 2017 and out of the 11, there were 

five female presidents, and three vice presidents of these committees. This increase in the 

participation of women was largely attributed to liberation struggle of 1994 by the RPF lead by the 

current president Paul Kagame according to eight of the respondents. One respondent mentioned 

that the increase of women in Rwandan parliament was led not by a lot of women but mostly by 

President Paul Kagame, who has led the country since his army stopped the genocide in 1994. 

4.2. Impact on Substantive representation 

The respondents were asked whether performance in the house had changed so as to favor gender 

issues. Major changes were noticed in the Rwandan parliament by the increased number of women, 

the parliament witnessed more gender-targeted legislations according to eight of the respondents, 

five noticed more grass-root political discussions while seven said the house was more cooperative 

than divided. 
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A respondent observed that most gender sensitive bills were introduced by the women and given their 

large number such bills passed. Given examples, same laws that passed are Equal rights of land to both 

boys and girls, Family law that gives equal rights to a man and woman to mention. Death penalty was 

made illegal where as women to abortion however much it is illegal in Rwanda but the parliament 

passed the bill that, whenever approved by the doctor that the child in not in normal condition of the 

birth, the abortion is allowed, respondents observed. They also proposed gender-targeted issues at their 

committees and when it came to debating, women provided a more gender equality discussion as 

opposed to traditional views of women roles in Rwandan society. The women debated with smiles and 

from a mother’s point of view, such discussions defuse tensions and provide a more humanistic 

approach to society problem solving, according to respondents. The sense of humor brings all of us to 

feel the sense of duty to Rwandans- thanks to the women, respondents added. 

4.3. Innovation by women in Parliament 

Innovation in the parliament, the respondents observed that women are involved at all levels of 

national politics with six saying that women have collaborated with other institutions and provided 

capacity building activities to parliamentarians, they have also taken up leadership roles in the 

parliament in which they provide a variety of leadership skills. A part from operations within the 

house, women in parliament are linking the house with the community, in community sanitizations 

initiatives such as the village kitchen in which women in parliament go to communities and teach 

households how to cook and keep healthy. There is also an initiative by women in parliament where 

women meet at the cell level locally termed Umugoroba wa babyeyiand discuss issues that are 

pertinent to their households. One respondent noticed that women formed a Rwanda Women 

Parliamentary forum (RWPF) that brings both genders to discuss matters irrespective of political 

affiliations in the house. 

4.4. Leadership style of women in the parliament 

The respondents were asked if Women in the parliament of Rwanda were more social and trustworthy 

than male equals. A total of the respondents agreed with the statement and cited that women were 

less corrupt in the dealings as compared to men. However, others also observed that trustworthiness 

is internal values that are not gender biased, meaning that men can also be trusted. 
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It was also observed that Women seem to be more emotional and caring than men and therefore the 

behavioral of women has contributed on the operations of the parliament. The parliament has 

become friendlier and gender targeted policies are addressed with more motherly touch, said by the 

respondents. The leadership of the women does not come from toughness but wit. The women 

provide a firm but cleverness in addressing conflicts that many times result in unity than men do, 

said by three respondents. Besides, female politicians function as true role models, inspiring other 

women politically, according to the face to face interview held with one of the deputes mentioned 

that, they inspire other women through women conferences, discussions and meetings that are held 

periodically for giving advise on how they can also develop them themselves. 

4.5. Social Diversity in the parliament 

The high number of female deputies implies that more female characteristics are predominant in the 

parliament. The social impact on the parliament is therefore of diversity on political aspirations. The 

Rwandan parliament is feed from various political parties however the ruling party of RPF 

dominates the house. “The increase in the number of women sits in the 

Parliament means that more political parties present their candidates for election into the house so 

that their agenda or manifesto finds place in the national politics, with particular sits reserved for 

women. This means that women in Rwanda are the major flag bearers for many political parties 

respondents observed. Women can make friends easily and sometimes tend to avoid unnecessary 

conflicts. 

4.6. Performance of parliament  

The performance of parliament was evaluated using working condition, way of appraisal of 

performance and internal structure. 

4.6.1. Working condition in Parliament 

Some of the respondents noticed that the Rwandan parliament closed early enough for women to 

go home and take care of their family responsibilities. However, about eight respondents observed 

that once one is in parliament there is need to extent working hours due to the large volume of work 

one has to accomplish. Emergency meetings, constituency meetings, forum meetings, among others 
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enter into one’s normal working hours and require adjusting. “These times get tough for women” 

one added. 

The parliament of Rwanda does not have a baby care facility in which nursing mothers can quickly 

retire to attend to their young babies according to majority of the respondents. This forces the 

mothers with breastfeeding babies to leave them home in the care of house helpers or place them in 

baby day care facilities. One respondent observed that there was no law whatsoever prohibiting 

mothers from bringing their babies to parliament however he was quick to say that there were no 

facilities currently for baby care and they are working on improving such. 

4.6.2. Merit based appraisal 

The performance in the Rwandan parliament is based on one’s abilities and not gender basis. 

Member’s appraisal is basically based on how they are legislating on issues and how they are 

representing the voice of their people. Unlike the former parliament (before 1994), in the current 

parliament, women are viewed as positive contributors to nation building and therefore never looked 

down on by the male counter parts, respondents observed, the committees that are headed by women 

and with the women majority in every committee has produced the current policies and laws that 

have held the country into a steady growth and development ahead of most nations in Africa, most 

respondents narrated. 

Asked whether men and women receive equal opportunities, acknowledgment and bonus in the 

parliament, majority of the respondents said that everyone is entitled to appreciation irrespective of 

their gender. In the parliament notice is given to good contributions but an atmosphere of 

friendliness and support is cherished. Therefore, corrections are administered when due to any 

member irrespective of gender and applause awarded in like manner. 

4.6.3. Internal staff structure 

Asked whether the parliament carried out a Gender sensitive recruitment of staff, majority of the 

respondents were quick to say yes citing that most jobs were advertised and females encouraged 

to apply. The recruitment and selection committee composed of both gender and sometimes headed 

by females. The structure of staff in the parliament at all levels has many women in them and the 

majority is heads of their respective departments. 
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All the respondents agreed that the big number of women in the Rwandan parliament has been a 

blessing as far as performance is concerned. It is the current gender sensitive parliament that has 

seen this country (Rwanda) become a peaceful and stable country. The women bring in a blend of 

leadership styles and warmth in the house that make legislation human. 

 

4.7. Summary of findings. 

According to the study findings there is increased number of women in the parliament, grass root 

political discussions increased, and the house is more cooperative than divided. Women introduced 

gender sensitive bills and given their large numbers; such bills passed. The parliament is innovative, 

women formed a forum called Rwanda Women Parliamentary forum (RWPF) that brings both 

genders to discuss matters irrespective of political affiliations in the house. Women collaborated with 

other institutions and provided Capacity-building activities to parliamentarians. Women being heads 

of commissions, they have taken up leadership roles in the parliament in which they provide a variety 

of leadership skills. Also due to the leadership styles of women in the parliament, they act as role 

models to other female politicians and inspire younger girls outside the parliament.  Further the 

findings indicate that, the operations in the parliament are addressed in friendly way and mother touch 

due to behavioral factors of women who are more emotional and caring. The parliament is equal and 

fair to all with many political parties aiming to have social diversity through gender balance. 
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Table (5) below pronounces summary of findings 

Concepts Findings 

Female 

representation 

Through increased number of women in the parliament, grass root 

political discussions increased, and the house is more cooperative than 

divided. 

There is introduction of gender sensitive bills by the women and given 

their large number such bills passed. 

Innovation The parliament is innovative, women formed a forum called Rwanda 

Women Parliamentary forum (RWPF) that brings both 

genders to discuss matters irrespective of political affiliations in the 

house. 

Capacity building. 

Linking parliament with community sanitation. 

Gender and 

leadership 

Women collaborated with other institutions and provided Capacity-

building activities to parliamentarians. 

Women being heads of commissions, they have taken up leadership 

roles in the parliament in which they provide a variety of leadership 

skills. 

Due to leadership styles of women in the parliament, they act as role 

models to other female politicians and inspire younger girls outside 

the parliament. 

The operations in the parliament are addressed in friendly way and 

mother touch due to behavioral factors of women who are more 

emotional and caring. 

Social 

diversity 

The parliament is equal and fair to all with many political parties 

aiming to have social diversity through gender balance. 

The political parties present their candidates for election into the house 

which also increases the number of women which facilitates agenda 

or manifesto to find place in the national politics due to dominance of 

political parties. 

Performance The performance is based on one’s abilities and not gender basis. 

Performance is based on how they are legislating on issues and how 

they are representing the community. 

Women are viewed as positive contributors to nation building most 

especially on gender-targeted policies. Women’s creativity and ideas 

in different perceptions is valued as diverse workforce that bring 

peaceful and stable country. 

 

Source: Own Construction 
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5.0. ANALYSIS 

In this chapter we analyze the findings together with the used literature and create a discussion. 

In discussion we compare what we found in the findings out through with the theoretical stance 

together with our ideas. 

   

5.1. Substantive representation in the parliament. 

In a study on female representation researchers emphasized that in order for substantive 

representation to occur and be able to act you must be present; a numerical presence is itself 

necessary for action to occur (Kanter,1997). According to the study, in the parliament of Rwanda, 

there is a steady increase of women in the parliament. In the study findings, number of women 

deputies was only about 17% up to 1999, however a steady raise was noticed from 2000 up to 2017 

subsequently to the amendment of the constitution in 2003 to increase the number of women 

representations in parliament. In countries with comparable economies with Rwanda and similar 

attitudes about women, legislatures are more responsive to women's related policies when there are 

more women in legislature. 

Schwindt-Bayer & Michelle (2005), urge that, effects of female representation appear to be limited 

to women's targeted policies. In the study the representation of women in the parliament focused on 

the gender based policies. Female representation should not only focus on women development 

agenda, both men and women should be looked at to develop the nation. 

According to Nielsen & Huse (2010), there is no difference between the ability of women and men 

to perform operational tasks, however the sensitivity of women to others gives them a different 

viewpoint during strategic decision-making and therefore can excel in most leadership 

competencies. The competencies at which women excel include initiation of activities, self-

development and being result oriented. According to the study findings due to increase of women 

and their leadership styles, generous views on policies to the access of women to abortion and 

banning of death penalty were approved. 

According to Fregidou-Malama (2005), women and men differ in their experiences, however 

women can stand up for new ideas and contribute to new answers. In relation to study findings, 

women debate with smiles and from a mother’s point of view. Such discussions defuse tensions and 

provide humanistic approach to society problem solving which brings feeling the sense of duty to 
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Rwandans. Women and men differ in their decision-making styles in that women are more relational 

than transactional in nature, (United Nations Conference on Trade and Development, 2010). In the 

study findings, during the decision-making, women tend to be more emotional and caring than men, 

which may result into rational decisions. 

5.2. Innovation introduced by women in Parliament 

Heskett (2007) claims that every organization must be innovative in its operation to meet the needs of 

its clients, according to Reuverset al., (2008), innovativeness of women is presented in their foresight 

and creativity. Women have high confidence and competitive, solution oriented and open to innovation 

and care about career development. The respondents emphasized on how women quickly identified the 

gap between parliament and the community and found collaboration points between the house and the 

community and innovated a forum for discussion irrespective of parliamentary affairs. 

Women   also provided capacity building activities to their fellow parliamentarians. This finding is also 

in agreement with that of Kalantari & Hansson (2015), where women globally appointed in top 

management positions were found to be more innovative than their male counterparts. Women are 

being increased in the parliament of Rwanda with hope that more beneficial laws will find their way 

into the nation for a better society. 

 

5.3. Leadership style  

McKinsey& Company (2009), argues about the difference between women and men leadership styles. 

The women in Rwandan parliament were found to be more social and trustworthy than their male 

counterpart. It is proved through the findings that women in the parliament are the role models to the 

whole society they are people based, in other words women empathize, listens to understand and respond 

to the quarries of society. urged women are more exhibited integrity and honesty in their leadership 

while Kanter (1997), urged that, people who set on high undertaking tend to advance their attitudes and 

values that make them extra along the way.  The leadership styles of women in the parliament of 

Rwanda, create a friendlier working environment than a hostile one because of the sensitivity and 

motherly character of women to situations. The ability of women to risk in social situations as shown 

by (Hoffman et al., 2010) makes them bold to face any conflict or disagreements from a positive view. 

This is a biological trait unique only to women according to Neurological evidence.  
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Stevens & Hamann (2012) proved that women are a necessity in any leadership situation including 

parliament. In fact, this has been evidenced by the testimony from respondents that irrespective of 

political affiliations, the Rwandan parliament is united. 

Bengtsson et al. (2005), urged that, compared to men, women have been found to be less confident in 

management positions however according to the findings, women in the parliament of Rwanda confirm 

to have developed confidence to the level which is even than men, the big number of women facilitated 

them to feel free during the debate and in various discussions, this is also confirmed by Kanter (1997), 

who urged that big number account for the performance. 

5.4. Social Diversity of the parliament 

According to Klein & Harrison, (2007), exclusion of women in leadership has led to serious social 

exclusion in most economies; however, the high number of female deputies implied that more female 

leadership behaviors are predominant in the parliament. The benefits of diversity should be specific 

gender diversity, (Klein & Harrison, 2007) by principally to more detailed information processing and 

likeness of different opinions should be particularly valued for creative solutions. According to the 

findings, the parliament of Rwanda is feed with diverse political parties that involve women in high 

positions of decision making. 

Philips (2014), urged that diversity is needed in order to improve performance, the crucial for 

understanding the positive influence of diversity is the conception of informational diversity, and different 

information is brought together when people are together. In reference to the study findings, diversity of 

political parties that increases women in the parliament facilitated their manifesto to find a place in 

national politics. 

According to Teruel et al., (2013), the impact of gender diversity towards performance has an effect on 

team size; the improved performance of the parliament of Rwanda was demonstrated by the increase of 

women in the parliament. Women in the parliament of Rwanda come together through information 

sharing and their leadership styles to promote gender related policies. The increased number of women in 

the parliament enhanced socialization and confidence that further increased the chances of innovation and 

capacity building in the parliament, according to the findings. 
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5.5. Performance of the parliament  

Justine (2013) put forward that, there is significant work on the increased women's representation in 

parliament; Women in parliament are involved in decision making and more focused on women’s 

agendas. Many studies have been carried out to find out the relationship between the presence of women 

in parliament and its effect on the performance. Women in the parliament of Rwanda are viewed as 

positive contributors to nation building most especially on gender targeted policies. Women’s creativity 

and ideas in different perceptions 

is valued as diverse workforce that brings better performance in the parliament according to the study 

findings. All performance can be underlined into gender based legislations, merit based and internal 

structure: 

5.5.1. Gender based legislations 

Barasa (2011) urged that, women led committees enable more gender sensitive proposals into bills, 

the number of gender-targeted legislations has been used as a key indicator of a gender sensitive 

parliament. We can find evidence in the study findings, that increase of women in Rwandan 

parliament has resulted in gender targeted legislations in the house for example women led 

committees enable more gender sensitive proposals into bills such as family law was approved 

(having equal rights both a husband and wife) among others. Devlin, &Elgie (2008), stated, female 

representation has a considerable form of work in parliament, according to the study findings the 

legislations have incorporated more grass-root politics into the law, and some of the bills are focused 

on the effects it has on women. 

5.5.2. Merit based appraisal and internal staff structure  

Lovenduski& Norris (2003), mentioned that interest is placed on gender as the cause of the political 

change that happens when women enter a legislature and when women and men vary in their 

fundamental interests. According to the study findings, members of Rwandan Parliament were 

recognized based on how they were legislating on issues and how they are representing the voice of 

their people, female specifically in the parliament are viewed as positive contributor. The committees 

that are headed by women and with the women majority in every committee has produced the current 
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policies and laws that have held the country into a steady growth and development ahead of most 

nations in Africa, most respondents narrated. Such appraisal strategies increase motivation and reduce 

ambiguity as far as study efficiency assessment is concerned.  Palmieri (2011),urged that Rwanda 

parliament is gender sensitive when compared to the national parliament assessment tools, which is 

later observed in this study. Rwandan Parliament had put forward to increase the number of women 

in the leadership which later become successful. 

Figure 5. Represents framework of analysis 

 

                    Source: Own construction. 

Summary of framework 

The leadership styles of women in the parliament together with creativity helped them to excel in 

initiation of activities, self-development thus result oriented. According to the study findings due to 

increase of women with their leadership styles, generous views on policies were approved. However 

according to the literature, (Bengtsson, Persson &Willenhag, 2005) urges that compared to men, 

women have been found to be less confident in management positions and financial decisions. But it 

is different in the parliament of Rwanda. Female representation in the parliament of Rwanda builds 

their confidence in leadership, creativity that brought innovation. The motherly leadership style 

defuses tensions and provide humanistic approach to society problem solving which brings feeling 

the sense of duty to Rwandans. 

Parliament 

Female 
Representation 

Leadership Creativity 

Parliamentary 
Performance 
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5.7. Summary of analysis and theoretical links 

Summary of analysis classifies the key topics analyzed through the study together with the theories 

used in analyzing the results and the summary of findings in relation to the theories. 

  

 

Table 6.Concepts, findings, analysis and theoretical links 

Concept Theory Findings Analysis 

Female 

Representation 

Fregidou-Malama (2005), 

Kanter (1997). Engen, M., 

Schwindt-Bayer & 

Michelle,(2005),Tremblay,  

& Pelletier (2000). 

Grass root political 

discussions increased. The 

house is more cooperative 

than divided. 
Passing of gender sensitive 

bills. Bills against humanity 

were removed 

Numerical presence is necessary 

for action to occur. 
Women in an organization fight 

for new idea and add to new 

answers 

Social diversity Widell&Mlekov, 

(2013),Klein and Harrison, 

2007), 

The parliament is equal and 
fair to all with many 
political parties aiming to 
have social diversity. 
The agenda or manifesto of 
women finds a place in 
national politics due to 
dominance of political 
parties. 

Women build confidence 

Than when they were 

few. 

High number of female 
deputies implied predominant 
characteristics in the 
Parliament. 
Diversity is needed in order to 
Improve performance. 
Informational diversity is 
crucial for positive 
Influence. 

Gender and 
Leadership 

McKinsey (2009), 
Hoffman, Kessler, Eppel, 
Rukavina, & Traue (2010)  

Hoffman, H.,Kessler, H., 
Eppel, T., Rukavina, S., & 
Traue,H. C.(2010), 
Schulte-Rüther, 
Markowitsch, Shah, Fink, 
&Piefke, (2008). 

Leadership styles of 
women provided capacity 
building activities 

Women have variety of 
Leadership skills. 
Women act as role models 
to other female politicians 
and inspire younger girls 
Outside the parliament. 
The operations in the 
parliament are addressed in 
friendly way and mother 

touch due to behavioral 

Factors of women. 

Women are people-based, role 
modeling and of have clear 
Expectations.  

The leadership styles of 
women create a friendlier 
working environment than a 
hostile one due to the 
sensitivity of women to 
Situations. 
Women have biological trait 
Which are unique. 
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Innovationand 
women. 

Heskett,(2007), 
Kalantari&Hansson (2015), 
Reuvers, Engen, 
Vinkenburg and Wilson- 
Evered (2008)  

 

Developing innovative, is 
vital. 
Teamwork and 
integration in society, 
Capacity building is 

enhanced. 

Innovativeness of women 
exists in their foresight and 
creativity, they having high 
confidence and competitive in 
solution-oriented 
Women globally appointed in 

Top management positions 

were found to be more 

innovative than their male 

counterparts. 

Performance Barasa, (2011), 
Lovenduski, Joni, and 
Pippa Norris. (2003), 
Palmieri( 2011). 

The performance is based 
on ones abilities and not 
gender basis. 
Women are viewed as 

positive contributors to 

nation building most 

especially on gender 

targeted policies. 

Women’s creativity and 
ideas in different 

perceptions are valued as 

diverse workforce 
that bring peaceful and 
stable 
country. 

Women as leaders of 
committees enable more 
gender sensitive proposals into 
bills. 
Gender sensitive parliament 
must have facilities in which 
mothers can nurse their babies 

without any feeling of 

inconvenience. 

The performance of an 

organization should be based 
on ones abilities and not 
gender basis. 

 

Source: Own construction  
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6.0. CONCLUSION 

In this chapter, we will point out ending notes of the study of female representation by airing out the 

major findings in connection to the research questions. 

6.1. Discussion on research questions  

This study shows that the high female representation does influence on the performance of the 

parliament. To attain the aim of the study, authors used a large number of, research papers, books, online 

source, articles and others within the subject range to investigate possible theories.  Findings have been 

captured in the theoretical framework part of study and further lead the empirical findings and analysis. 

Authors have also found the motivation for appointing more women in the parliament as it was the aim 

of the President Paul Kagame who decided that since Rwanda was abandoned and broken, it should not 

merely depend on their male inhabitants. 

Evidenced theories available shows that, it is important to have female representation in an organization 

as women are thought to be more nurturing and bring different perspectives into the organization. With 

help of various theories, authors developed framework that represents presence of female in the parliament 

through their leadership styles serves as motivators of performance.  The main research questions posed 

in the beginning of this study are: 

RQ 1. How does female representation in the parliament of Rwanda influence its performance? 

Women in the Rwandan parliament have different leadership approach when it comes to debating as they 

provided gender equality discussion with a smile in their face, this approach defused tensions and 

provided humanistic approach to society problem solving. Women provided the parliament with more 

loving motherly approach when it comes to addressing gender policies which also brought in better 

performance. 

The performance of women in the parliament in the study is addressed through how women are doing 

innovation in the parliament, their leadership style which is different from men but fulfil each other, and 

their social behaviors that brought conducive atmosphere in parliament than before. 

Women were recognized based on how they were legislating on issues and how they are representing 

the voice of other women. Such appraisal strategies increase motivation and reduce ambiguity as 
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far as personal efficiency assessment is concerned. As women have friendlier work environment 

rather than hostile, this also creates conscious and freedom in discussions where women aspects 

were to be touched upon while making decisions within the parliament. The findings of the nature 

of women were confirmed to be critical measures of how women can improve performance in an 

organization. 

RQ2. What changes have the substantive representation of female brought to the parliament 

performance? 

Our study confirms that, Rwandan women were promoted into diverse and prominent portfolios.  

Male culture of the legislature has changed and women’s working relationship with their male 

counterparts is improving due to historical role played by RPF and the president Paul Kagame after 

Genocide. The remarkable in the political aspect of the findings is the solidarity and the targeted 

gender policies articulated by the deputies, as well as the building capacity of local women and 

linking the parliament with community sanitation. This study shows female representation in the 

parliament formed a forum for women to bring both gender and discuss matters irrespective of 

political affiliation. Almost all interviews suggest that interventions on a local scale and awareness 

of equality had improved after the majority of women had entered the parliament. 

Women had made a major impact on the parliament’s performance in terms of decision making 

process. Women were found to be more social and trustworthy than their male parliamentarians, 

morals come first and they managed to create a bond with the community, in which they could 

collaborate to find the answerers to the various problems. 

With the increased number of women, the parliament has been able to touch upon a variety of issues 

in the society, gender sensitive bills were introduced. it has helped to broaden the discussions as there 

were some different views, weather the parliament is gender sensitive legislative. Representation 

theory suggests that women should claim the right to equal representation since women make up 

approximately 50 per cent of the population in all societies. However, in Rwanda, the starting point 

after the genocide of 1994 was exceptional since women constituted 70 per cent of the population. 

The government encouraged women to take on new rules and the legislation had to be renewed if the 

country was to improve. 
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In this study the women confirmed that they have developed their confidence to the level which it 

can even be considered higher than the men’s confidence. All parliamentarians go to their district 

twice a month to consult with people and subsequently report back to the parliament and the 

government on what needs to be done.  Women in the village thus found female parliamentarians 

as their carrier of message and answer to their needs. Women in powerful positions can thus be of 

symbolic value on a trajectory towards an equal Rwandan society. 

The ascription to the female representation in the parliament is also attributed on the fact that, the 

results of the reforms have been observable in recent years whereas the planning and 

commencement started earlier before the female majority in parliament. This is an important finding 

and shows that two phenomena existing at the same time. As described in the results, the 

implementation of the reforms was critical in order for them to be successful. Female 

parliamentarians contributed to the performance as the implementation was thoroughly done. 

6.2. Theoretical Contribution  

This study has contributed in existing literature. Women have for a long been holding a small portion in 

leading positions. Although time has created evolvements for women, most of the countries in this world 

have not evolved in creating these opportunities. This study shows different theories of creating equal 

opportunities for both genders in leading positions especially in positions where changes which can affect 

a large portion in the society. This study contributed to the existing literature on the importance on gender 

equality,the predominant perspectives are theories of gender and leadership, Innovation and social 

diversity towards performance in the parliament. We provided the findings on each level of the theory. 

Much of this research was conducted on the more common ground of influence of female in the 

parliament. 

6.3. Managerial implications  

The results of this study demonstrate how vital gender equality within a workplace, can be used as a tool 

which gives organizations a strategic advantage. The results show how lack of one gender can greatly 

impact one’s organization results, as important discussions take place and different views are not taken 

into consideration before making a decision. Gender balance can be used as a tool for other countries 

parliaments to improve their performance, as the decision-making process becomes a discussion which 

covers important factors which touch upon different aspects on each decision and can represent different 
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society groups. Strong solidarity of women in Rwandan parliament and should be campaigned for and be 

simulated in other parliaments. 

Rwanda’s parliament has made the decision and seen the benefits of creating these opportunities.  This study 

can be used by organizations and countries to understand how effective it is to have equal gender leaders so 

that all issues can be and will be tackled. This study can be used by organizations to gain insight on the way 

which women in general operate when they are in high positions and how it can be used as an advantage. 

6.4. Societal implications 

This study contributes to how societies can see what differences can be made with the cooperation of women 

in the parliament and community. As the community knows what changes needs to be or is desired to be 

implemented, and the parliament has the ability to know if it is reasonable, within budget and several other 

factors. Women in the parliament of Rwanda developed confidence and solidarity as a verification that 

Rwanda to a large extent has managed to erode traditional conceptions of gender roles and that work on gender 

mainstreaming in the Rwandan society today is normalized. 

This study shows how important it is for a nation to have a consistent collaboration with both gender 

in the community to gain the best possible outcome. As we previously stated Rwanda’s parliament 

has made the decision and seen the benefits of gender balance which makes performance better as 

they have consistent association with the community. 

6.5. Reflection on our study 

This study sheds light on many suggested reasons for female representation. Authors have chosen to look 

at female representation towards performance in the parliament of Rwanda because female representation 

is emphasized as crucial for improved development of the nation and was found to be the only one country 

in the whole world to have high female representation in the parliament. 

Although this study has made significant contributions there are still limitations we faced. The resources 

were major limitation; we were only able to conduct one face to face interview due to the travel distance 

and the parliamentarian’s busy schedules. 

Time, as most people would understand the parliamentarians have busy schedules and are sometimes in 

meetings longer than they anticipated, therefore several scheduled interviews had been postponed and 

sometimes even conducted around midnight. However, we believe this study contributes to current 
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studies, as we ourselves struggled to find literature or similar studies that had prior been conducted in 

other parliaments. 

6.6. Suggestions for future research 

This study focus on the influence of female representation on the performance of the organization. 

The purpose of our study is to inform the organization that has more women in the organizations in 

leading positions would be positive for the companies and benefit from them. We gained wide 

understanding of female leadership in current organizations and parliament in particular. The 

literature in this study is huge and we suppose that there are many considerations for the organizations 

to increase female representation. Female representation is a much-researched area with many 

unanswered questions. 

This study was only investing performance of increased female representation.  We try to draw a 

link between female representation and theories that can help women to reach to higher performance 

when they are appointed in leading positions. However, it can be paramount to study to which extent 

women can be motivated to endeavor career development. The authors could research this subject 

further to be able to enlarge exact strategies for female to improve on performance when they are 

appointed to high positions. 

While developing future suggestions, it can be helpful to adopt a more quantitative approach and to 

interview numerous women and men that are in high positions or who are aspirant. The present 

situation may be different from studies made during the last decade. We therefore suggest a study 

having the same research question. 
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APPENDIX:  

Interview questions 

General questions 

1.Gender 

2.Marital status 

3.When did you notice women increase in the Parliament? 

Specific Questions 

4. Have you noticed procedures that has been handled differently according to one’s gender? 

If so, please state an example. 

5. What innovations have been introduced by the increase of female parliamentarians? 

6. Are women more social and trustworthy than men in parliament? 

7. What leadership difference have you noticed by women in parliament? 

8. Are different political parties well represented by women in the parliament? 

9. How did the working condition change since the women increased in parliament? (How) 

10. How is performance appraised in parliament? 

11. Do men and women receive equal opportunities in the parliament? 
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Appendix 2. Research Questions and answers of the members of Parliamentary deputies in 

Rwanda. 

Respondents When did you notice women 

increasing in Parliament 

Gender: Male = M, Female = F 

1st Two years after liberation war M 

2nd 2004 F 

3rd 2003 F 

4th 2004 M 

5th There has been steady raise since 

amendment of constitution in 

2003 

M 

6th 2000 to date F 

7th 2010 to 2017 F 

8th After liberation war F 

9th 2004 M 

10th 2000 to date F 

Respondents What is your marital status Gender 

1st Married M 

2nd Married F 

3rd Married and divorced F 

4th Married M 

5th Married M 

6th Widow F 

7th Married F 

8th Widow F 
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9th Married M 

10th Married F 

Respondents Have you noticed procedures that have been handled 

differently according to ones gender (examples) 

Gender 

1st The bills have become more gender sensitive, more grass root issues M 

 are represented in the house, among the bills are family 

law, equal rights of land to both boys and girls 

 

2th More gender based bills have been passed into act of 

parliament, we are more engaged in supporting grass root 

matters of social concerns 

F 

3rd Less conflicts within members of parliament, more bills 

have been passed that address gender issues than before 

F 

4th More members leading the house are female for example 

the speaker of the house and other committee presidents 

and vices 

M 

5th Generally, the debates are more human than war that 

formally characteristics of our parliament. More respect 

for one another and their opinions have been witnessed in 

this parliament. 

M 

6th More bills on domestic’s violence, gender based violence, 

family law were all passed after women increased in 

parliament. Death penalty was removed 

F 

7th Since women are more connected to their communities, we have 

MPs go down to the community and jointly work on common 

development projects. The family code had pended till 1998 when 

it passed into law to provide equal rights to property by male and 

females. 

F 

8th 

The different parties are now more united to common course 

than before. Also since 2003, this parliament has adopted more 

gender related acts than the previous houses. There are also more 

committees led by women than before. F 

9th 

More women related bills have been passed, women in the 

house debate with a smile and from a mother’s point of view. 

This creates a 

tension free atmosphere and provides a humanistic approach to 

society problem solving. This makes all of us to feel the sense of 

duty to M 
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10t Respective committees consult to represent gender sensitive 

issues on a bill, more negotiations on matters of the bill than 

before F 

 

Respondents What innovations have been introduced by the increase of female 

parliamentarians 

Gender 

1st Collaborate with other institutions to provide capacity building 

Activities 

M 

2nd We initiated the village kitchen to teach the women in the community 

on health and nutrition. 

F 

3rd We have Collaborated with some foundation and trained members of 

parliament, we are involved in politics at the cell (umudugudu) up to 

the parliament here, 

F 

4th Households have met to discuss with members of parliament on 

individual problems. This was introduced and steered by our sisters in 

this house 

M 

5th We have seen women bring organizations to train us on gender issues M 

6th Collaborate with other institutions to provide sensitization activities on 

grass root and gender related issues 

F 

7th The Rwanda Women Parliamentary Forum (RWPF) has been formed 

by us in order to create a free forum where we discuss our challenges 

irrespective of our political affiliations. 

F 

8th Allot has been introduced in our parliament since 2003. F 

9th This year we received workshops on gender based violence and I know 

more of these trainings are been developed by many of our women in 

Committees 

M 

10th Collaborate with other institutions to provide capacity building 

Activities 

F 

 

Respondents Are women more social and trustworthy than men in parliament Gender 
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1th Less corrupt and straight forward than men. Yes women are social 

in that they creates friends and are easy to befriend. 

M 

2nd To some extent women are more trustworthy. F 

3rd Less corrupt and straight forward than men F 

4th Women can make friends easily and sometimes tend to avoid 

unnecessary conflicts. About being trustworthy, that is not a 

gender trait rather a personal character 

M 

5th Trustworthy, I don’t know but social yes. M 

6th Less corrupt and straight forward than men F 

7th Yes, it is true that some women can be trusted than men. We 

tend to be shy to do something that the men can do. Maybe 

because we mother the community 

F 

8th Less corrupt and straight forward than men F 

9th not corrupt M 

10th They are trustworthy F 

Respondents What leadership difference have you noticed by women in 

parliament 

Gender 

1st More emotional and Caring M 

2nd Firm but clever in addressing conflicts that result in unity than 

division 

F 

3rd Friendly and gender sensitive F 

4th Women are many times open and honest and this provides a 

friendly environment in our committees for addressing matters. 

M 

5th A woman many times will not confront head on but may look for 

the appropriate opportunity so as to resolve the issue 

This doesn’t mean they are weak, but rather firm and clever 

M 

6th We re role models to most girls in our society. They look at us 

in respect to how we have fought oppressive tendencies in our 

society and also aspire for greater heights. 

F 

 

7th Women have participated in talk shows through various media 

outlets to address community challenges and change social 

prejudices 

F 
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8th We care for our people beyond our job. We have organized 

conferences and seminars to talk to secondary school children, 

workers, and many others on pertinent issues unique to them 

F 

9th Firm but clever in addressing conflicts that result in unity than 

Division 

M 

10th I don’t think there is much difference between male and female 

leadership. A leader must have the vital qualities that makes them 

leaders. Yes there may be emphasis on specific traits but overall 

a good leader must have good qualities. 

F 

Respondents Are different political parties well represented by the women Gender 

1st Yes I think so. The members of parliament irrespective of gender is 

expected to be capable of representing their people. 

M 

2nd Most parties felt they would not be well represented as far as views 

are concerned. But they have been proved wrong. Women have 

F 

 represented party politics very well F 

 Women are not week in mind. Women given the opportunity 

will do as 

 

3rd well as men. Our parties have manifestoes and we are guided by 

them 

in debating national politics 

 

4th Yes women are good representatives and have done well. I’ve not 

heard of a party calling back its female representative for poor 

representations. 

M 

5th Yes we have almost every party represented in parliament by 

women. 

Though majority are from the ruling party. 

M 

6th The ruling party is a strong party with strong representations yet 

majority are women. I think women are good representatives. 

F 

7th I think there is evidence everywhere our speaker is a woman and she F 

 

 is doing very well. The same goes to all other 

women in parliament. 
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8th Yes women have represented party politics well F 

9th No problem. Women are good representatives. M 

10th All parliamentarians are well educated and elected because they are 

competent. I have no doubt that women are representing their 

parties well. 

F 
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Respondents Has the working condition changed since the women increased in 

parliament (How) 

Gender 

1st Yes the working condition in parliament has improved greatly in my 

View 

M 

2nd It has changed but parliament needs to improve working condition for 

mothers. We currently lack where to breastfeed our babies. 

F 

3rd Except in some days, parliament has opened at 8: am and closed at 

5:00Pm 

Also there are maternity leaves given to mothers who have given birth 

to nurse their babies. We are doing well though some improvement is 

required still. 

F 

4th Yes the conditions are fine. We set presidency for other organizations 

and sectors. We have policies and procedures 

M 

5th There is freedom of all gender to work in parliament. I think our 

conditions are fine 

M 

6th Members are given courses to help them update their skills and 

knowledge. These make it comfortable for workers and not threaten 

Them 

F 

7th Parliament has good work policies and procedures. This is also good 

for work. 

F 

8th The mother’s breastfeeding room needs to be created in parliament. 

But many of the conditions are good. 

F 

9th We have enough free time to use for personal development. Some M 

 people think parliamentarians are busy 24/7 but we have time for fun 

and for ourselves. Our conditions are good. 

 

10th Payment in salary is controlled by the national scale system. Only 

allowances for extra duties create slight difference. Working 

conditions are not bad here. 

F 

 

Respondents How is performance appraised in parliament Gender 
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1st Parliament is a public organ governed by the public service acts. The 

appraisals are done in a transparent way and never gender based. 

M 

2nd Appraisal is merit based and not gender based F 

3rd We use the performance of an individual to appraise them not their 

Gender 

F 

4th Merit based M 

5th Based on the ability of individual M 

6th Merit based F 

7th You must work hard to earn well otherwise those not doing well must 

be helped to improve or quit irrespective of their gender 

F 

8th We are appraised based on performance F 

9th We give accountability to our electorates and if they find that your 

performance was substandard, they choose another person. This is 

irrespective of gender 

M 

10th It is based on individual’s performance and not gender F 

Respondents Do men and women receive equal opportunities to parliament Gender 

1st This parliament seeks competency rather than gender. When a job or 

task is given, we look for competent individuals and irrespective of the 

Gender 

M 

2nd Yes. Everyone has opportunity to the parliament F 

3rd Yes F 

4th That is true. Male or female as long as you qualify for the vacancy, 

you are given a chance 

M 

5th Yes. We don’t segregate in people’s house M 

6th Everyone has a right to their country and parliament is an organ of the 

country. So everyone who qualifies is legible 

F 
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7th We condemn any form of inequality and in this parliament I have seen 

opportunity given to everyone who qualifies 

F 

8th Yes F 

9th 

Yes , they do, it doesn’t matter about the gender. 

M 

10th 

Parliament is free for everyone who meets the requirements for the post. F 

Source: Own construction.  
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