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ABSTRACTS 
 

The impact of women’s contribution and participation in society and its 

economies has been theorised to contribute trillion dollars to global 

GDP. There is extensive research and literature that has 

contextualised and developed our understanding of the 

marginalisation of women in our societies to advocate for gender 

equality as the United Nations’ 5th Sustainable Development Goal of 

Gender Equality is also essential in achieving other sustainable 

development goals. To contribute to the growing empirical study within 

the context of Sub-Sahara Africa with a particular focus on Nigeria, this 

study investigates the impact of institutionalisation of organisational 

practices in the leadership experience and participation of women in 

the service sector. Through a radical feminist perspective, a 

deconstructive analysis of the Nigerian context was conducted on the 

culture of Nigeria and its influence on organisational culture and the 

adoption of leadership styles.  

Focus groups and semi-structured interviews were conducted with 31 

women in the service sector in entry-level, middle-management and 

leadership positions across three industries: financial institutions, 

Information, Communication and Technology (ICT), and Higher 

Education. The findings revealed the relationship between the 

dimensions of institutional theory and women's experience. They shed 

light on the institutional void and the barriers to women’s occupational 

mobility and full economic participation.  
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Most importantly, the outcome of this investigation documents critical 

recommendations for organisations, women, and NGOs to consider 

how to change cultural mindsets within the service sector. The call for 

organisations is to be deliberate in identifying barriers and initiating a 

strategy to tackle those barriers with a ten-part monitoring and 

evaluation toolkit.  
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CHAPTER ONE 
Research Context 

 

1.1 – Overview 

In this new economy that thrives on the innovation of technologies, 

achieving gender equality has become a central issue for maximising 

economic development and reducing poverty, especially in developing 

countries like Nigeria. Gender inequality and the low levels of women’s 

economic participation in leadership positions have emerged as a 

crucial concern for organisations and governments worldwide, 

especially in developing countries. This thesis investigates the 

prevailing barriers to women’s occupational mobility in Nigeria. 

Despite efforts made by the government and non-governmental 

institutions, the percentage of women in leadership positions remains 

comparably low in relation to men. The primary aim of this chapter is 

to contextualise this research and provide the background and 

rationale for this study. It also sets out the objectives and the structure 

of the study.  

 

1.2 – Background to Study 

The conversation about gender inequality has long existed, even 

before the introduction of the United Nations (2015a) Sustainable 

Development Goals (SDGs) agenda, which seeks to achieve gender 

equality and empower women and girls by eliminating all forms of 
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discrimination by 2030. The call to action for women’s advancement 

has been famous for centuries throughout history as women have 

made extraordinary contributions to their society with a great 

determination to change the disadvantages of women and add a 

dissenting female voice to the contribution of women’s emancipation 

(Todd, 2011). When women’s education and demand for human rights 

were considered a cultural faux pas, women sought to improve their 

society through action (e.g., equality in access to opportunities) 

galvanised by the feminist movement.  

Srivastava et al., (2018) document that the prolonged oppression of 

women throughout generations has raised dissenting voices and 

resulted in the concept of feminism that has become a historic 

movement. Over the years, the feminist movement has campaigned 

for women's rights in various spheres. The core goal is to achieve 

equality of sexes in personal, political, social, and economic spheres. 

This remarkable improvement that started with women’s desire for 

equal opportunities has made tremendous strides, as women have 

today gained legal rights and educational attainment at the same level 

and, in some cases surpassing their male counterparts. Women's 

empowerment has been immensely welcomed in various societies as 

the way forward in building a sustainable country.  

Therefore in 2015, 193 countries officially adopted 17 Sustainable 

Development Goals to be achieved by 2030 as a road map to ending 

global poverty, building quality life through peace and empowering 

people’s livelihoods (United Nations, 2015c). Women's empowerment 
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features heavily in achieving these goals, specifically the fifth, which 

emphasises the goal of achieving gender equality worldwide. 

Improvement has been recorded globally, with positive trends of more 

women being incorporated into the workforce in areas of economy and 

employment. Also, laws and government-backed programs have been 

dedicated to eradicating gender barriers (Quffa, 2016).  

As a result, women have considerably increased their human capital 

capabilities over the last decades, as more women are now actively 

participating in the workforce, taking up leadership positions and 

becoming entrepreneurs and, in some cases, breadwinners. The 

growth of women's capital is due to the progressive actions of 

governments and industry leaders to reduce the gender gap in senior 

leadership roles by implementing equal opportunity strategies, setting 

targets and introducing gender quotas (Sojo et al., 2016). This has 

greatly influenced the emergence of more women into leadership 

positions and has mitigated the gap between gender and leadership. 

The increase in the participation of women in the labour force has 

influenced an uptrend of women in leadership positions. Businesses 

are beginning to appreciate the potential of an excellent reward for 

gender diversity, with benefits not only to women but to men and 

broader society (Armstrong, 2019). Organisations have been 

committed to eliminating blatant discrimination against women within 

their structures. Introducing new equitable policies has produced many 

benefits, enabling businesses to attract and retain the best talent and 

develop inclusive and diverse organisations (Holtom, 2019).  
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Despite the noticeable growth in women’s labour force participation 

and the implementation of gender-inclusive policies and laws, the gap 

has not narrowed as expected over the last 30 years. The global labour 

force participation rate for women is over 48 per cent, while men are 

at 75 per cent, equating to a 26 per cent gender gap (International 

Labour Organisation, 2019a). Despite the positive advancement for 

gender equality through government and organisation initiatives, the 

gender gap remains as women account for less than 20 per cent of 

leadership positions in organisations (Armstrong, 2019).  

This indicates that adopting gender equality principles has yet to fully 

translate into reality and take a firm root in social, political, and 

organisational spheres. Although countries have guaranteed gender 

equality in their constitutions, women still face direct or indirect 

inequalities through laws, policies, stereotypes and social norms (UN 

Women, 2016b). To date, the total eradication of discriminatory 

practices against women has not yet been achieved (Dilli, Carmichael 

and Rijpma, 2018), as the gender index findings indicate that 40 per 

cent of the world’s girls and women live in countries failing on gender 

equality (WEF, 2018), and with a global index score of 67.7 per cent 

(WEF, 2021). This shows a crucial need for governments, particularly 

in Sub-Saharan Africa (SSA), to step up their actions on achieving 

gender equality by 2030. SSA's gender index score of 51.1 was the 

lowest-ranking region in 2019. However, the region is performing 

exceptionally well in other SDGs, especially in women in parliament, 

with Rwanda leading with 61 per cent and Mauritius with a Gender 
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Index Score of 73.1 in direct competition with other developed 

countries (Equal Measures 2030, 2018). These findings imply that all 

hope is not lost as countries are urged to strive towards improving 

gender equality continuously.  

Bogard (2017:4) argued that “making the invisible visible is what 

happens when we begin to talk about how and why oppression exists 

in our world”. This fight for women’s rights and the conversations have 

generated momentum that has unveiled and made visible the 

oppression women still face in society and the workforce. This has led 

to organisations such as The International Women’s Day Campaign 

(IWD), annually celebrated on the 8th of March. One of the aims is to 

identify the prevailing barriers women still face worldwide. Being 

underrepresented in positions of power worldwide, the injustice of the 

gender pay gap, with women in similar jobs as their male counterparts 

and the unfair disadvantage towards access to education. The IWD 

continuously raises awareness of gender inequality while also 

recognising and celebrating the achievements of women around the 

globe (Granirer, 2016).  

Ford’s (2019) research explains that no country worldwide is on track 

to achieve gender equality by 2030. Therefore, urging for deliberate 

attempts and consistency in approach to improve global track record. 

Especially within the leadership gap that requires identifying prevailing 

barriers to women and developing robust organisational policies, a 

gender-balanced workforce and gender-inclusive cultures. A report 

released by McKinsey Global Institute (2015) revealed that about $12 
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Trillion could be added to the global GDP by 2025 by advancing 

women’s equality. The public, private and social sectors will need to 

act to close the gender gap in work and society. The risk of alienating 

the contribution of women, who account for half of the world’s 

population, results in the stagnation of economic growth.  

 

1.2 – Rationale for Study 

Gender equality in Nigeria, as well as in most developing countries, is 

the status quo around the world. Almost half of the world’s population 

comprises women, including Nigeria, accounting for over 49 per cent 

of the population (Country Meters, 2019). However, little importance is 

placed on women outside their expected obligation as women, which 

is reproduced in various forms within the different cultures in Nigeria. 

Nigeria is a nation-state with over 350 ethnic groups, each with distinct 

traditions, values, and cultural perceptions (Ajala, 2015). There are 

three prominent subcultures in Nigeria whose individual religion plays 

a crucial role in their values and beliefs. Religion in Nigeria is sacred 

and holds weight in the national culture and political consciousness. 

The main religions are Christianity, Islam, and the Indigenous religion. 

Religion is a belief system held by a group of people who publicly 

share its doctrine. It sets out principles, guidelines, and acceptable 

standards of behaviour. The symbols and narratives associated with 

religion provide meaning and answers to human experience and 

purpose in life. The Igbos, Yorubas, and Hausas are Nigeria's three 
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prominent subcultures; each has unique traditions that influence its 

ways of life. With many ethnic groups across Nigeria, these ethnic 

groups make up the national culture, which has been infused with 

common customs across subcultures. The familiar culture places 

women as subservient to men, and the division of labour is tied to 

expected gender roles (Akah, 2018). 

Societal expectation ascribed to gender has differentiated both men's 

and women’s social practices. Gender roles are expressed early as 

part of a child’s socialisation and shape the development of masculine 

and feminine characteristics (van Staveren and Odebode, 2007). The 

consequence of gender ascribed expectation is the institutionalised 

labour force barriers to entry for women based on stereotype 

evaluation of competence. The reality of women in Nigeria has been 

continually marginalised in their participation in politics and leadership 

despite the increasing global shifts in increasing women’s participation 

(Orisadare, 2020). Okoli and Okwuosa (2020) express that regardless 

of the achievement of women, men are valued more favourably. The 

patriarchal belief in Nigeria has institutionalised discrimination, 

marginalisation and victimisation of women in family, politics, religion 

and education. Eneh and Nkamnebe (2011:42) encompass the focus 

of this research by stating that the “marginalisation against women 

threatens development”. Gender inequality in Nigeria has resulted in 

women being denied the opportunities to develop to their fullest 

potential.  
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The global pandemic that shocked the world in 2020, Covid-19, 

impacted humanity in all spheres. Our health, economy and livelihood 

have been altered. As nations are being rebuilt, demand has been 

placed on acknowledging the value and contribution of women in care, 

social services and the economy (WEF, 2020). The likelihood of 

worsening women's marginalisation in economic and societal 

participation is severe. Therefore, UN Women (2020a) has 

emphasised the importance of ensuring women’s equal representation 

in Covid-19 responses, planning and decision-making. They are 

initiating transformative change to address the inequality in the care 

economy. Finally, and most significant to this research, the need to 

target women and girls in all efforts to address the socio-economic 

impact.  

Women's experience worsened due to the impact of Covid-19, and 

pre-existing societal inequalities and violence were exacerbated 

(Bhatia, 2020; ILO, 2020b). Tackling deep-rooted gender inequality 

has become the utmost priority, and the progress achieved in SSA has 

been threatened to be undone by the experiences of Covid-19 (Sachs 

et al., 2020). 

The incorporation of feminist institutionalisation is weak in Nigeria. 

Success stories like Rwanda are impactful in encouraging continued 

and deliberate attempts by the government and organisational leaders 

in other African countries. Most importantly, it has to be grounded in a 

feminist institutional perspective, whereby new gendered institutions 

become embedded in our systems and structures through formal and 
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informal rules and norms in hopes of displacing patriarchal institutional 

norms (Gouws, 2020).  

Over the years, there have been measurable attempts and successes 

in Nigeria to close the gender gap by the government and other 

institutions over the last decade through the formation of institutional 

frameworks to eliminate discrimination against gender and restore 

quality human rights to women. For instance, in 2008, the Nigerian 

National Gender Policy (NGP) Strategic Framework developed a five-

year plan in collaboration with the Federal Ministry of Women Affairs. 

This framework aimed to achieve gender equality targets in all sectors 

and empower women by 2013. The Gender Policy (NGP Report, 

2013) identified five key areas to ensure that the gender gap was 

mitigated: 

• Culture re-orientation and sensitisation to 
change gender perceptions and stereotypes 

• Promotion of women’s human rights, 
particularly sexual and gender-based violence. 
Supporting new legislation and legal rights of 
women  

• Promoting the empowerment of women and 
integrating gender within key sectors  

• Women’s political participation and 
engendered governance, including gender and 
conflict management  

• Supporting institutional development, including 
the use of ICT and building strategic 
partnerships. Identifying new partnerships with 
men’s organisations, faith-based 
organisations, and traditional institutions.  
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These factors are all in accordance with the 1999 Nigeria Constitution 

(Constitution, 1999) in sections 17 and 18, which emphasises the 

importance of freedom, equality and justice. Promoting equality of 

human rights and opportunities, equal pay for equal work without 

discrimination of gender. Furthermore, equality and adequate 

educational opportunities for all gender. The extent to which these 

policies have been implemented and successfully remains debatable. 

As of 2018, Nigeria was ranked 122 in the world with a Gender Index 

score of 46.1 (Equal Measures 2030, 2018), indicating the requirement 

for more extensive actions.  

Achieving gender equality in Nigeria could result in GDP growth of 23 

per cent or $229 Billion by 2025, as informed by the McKinsey Global 

Institute if women participated in the economy to the same extent as 

their male counterparts. The future trends indicate that strengthening 

gender equality in Nigeria would be an economic game-changer, 

leading to maximising productivity and gender-sustainable economic 

stability (Campbell, 2019). It is evident that Nigerian women can help 

transform their economy if they are allowed more economic, societal 

and political participation. The widespread gender inequality has 

resulted in an unutilised talent pool of women and is crucial to 

achieving sustainable economic success (Newiak, 2018).  

Emphasis has been placed on governments and organisations to 

develop and implement sustainable strategies to change the current 

practices and improve social conditions for women. Over the years, 

worldwide efforts have been made to achieve gender equality by 2030 
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through increasingly engaging in envisioning, designing and 

implementing sustainable policies (Ji and Darnall, 2018). However, 

because of the extensive gender gap that persists, an in-depth 

research is required to identify the prevailing barriers and to inform the 

development of policies and practices to build a gender-inclusive 

institutional culture with a critical focus on efficient and effective 

implementation strategies.  

 

1.4 – Gender-Inclusive Institutional Culture 

An inclusive institutional culture is an environment that allows people 

to thrive regardless of their background, religion, and identity (Green 

and Young, 2019). It considers employees’ gender, ethnicity, 

sexuality, and age when developing organisational culture. 

Organisations become committed to professional values that would 

support all employees and develop an environment that ensures 

employees feel that they are working with the organisation’s leaders 

versus simply working for them (Atcheson, 2019). 

Several pieces of literature and research articulate (Hunt et al., 2018)  

(UNESCO, 2021) how to develop an inclusive institutional culture and 

why it is essential. But unfortunately, the theory has yet to be fully 

translated into practice. Organisations need to define and, in essence, 

document their business case to build a gender-inclusive institutional 

culture. Florentine (2019) sets out guidelines worth noting for 

organisations to consider while outlining and documenting their 
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business case and process for developing an inclusive institutional 

culture: 

1) Establishing a sense of belonging – ensures that individuals 
within the organisation have a connection to their organisation 
and feel that they can truly express themselves. 

2) Empathetic leadership – the leaders must be emotionally and 
intellectually committed to achieving diversity and inclusion. 

3) A top-down approach is not enough – relying on a top-down 
approach only drives forceful compliance but not commitment. 
Having the right leaders is vital, but so is ensuring that every 
individual understands the importance of their role in driving 
and establishing an inclusive organisational culture. It requires 
that employees’ differences and values are made relevant and 
considered at every stage. 

4) Inclusion is ongoing – building an inclusive institutional 
culture is not an on-off training. Developing an inclusive culture 
requires individuals to identify and build new habits and 
behaviours that form their daily actions and practices. 
Equipping them with this knowledge will develop their skills to 
assist them in championing inclusive changes within their 
department and teams. Thereby incorporating the ideas and 
beliefs in their daily lives, it becomes a pattern and 
organisational practice over time.  

5) Consider your brand – overall, achieving an inclusive 
institutional culture needs to be authentic to the organisation. It 
requires an organisation to know its brand identity, as its brand 
and culture are intimately connected. An organisation must 
consider what its brand says about its culture to build a more 
inclusive culture. In what way is their employee base 
compatible with their customer base? Their experiences are 
being left out or misunderstood.  

 

This research focuses on women’s organisational experiences as they 

have been left out and misunderstood. Building an inclusive 

institutional culture for this research will focus on the gender 

dimension. It would seek to reveal the importance of gender diversity 

and inclusion and identify guidelines to inform the development of 

gender-inclusive institutional culture.  
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After commencing the primary activities for this research in Nigeria, 

the world experienced an unprecedented global pandemic that 

affected the whole world. A summary of Covid-19 will be discussed 

and its potential impact on women and young girls.  

 

1.5 – Covid-19 Pandemic 

Covid-19 first came to light in December 2019 when World Health 

Organisation (WHO) was first informed of cases of pneumonia from an 

unknown source in China. By mid-march 2020, most European 

countries have become an epicentre of the pandemic  (WHO, 2021). 

The impact of the pandemic on humanity and our livelihood was felt 

worldwide as countries embarked on a global lockdown measure to 

curb the spread.  

In light of the numerous effects of the pandemic concerning gender 

equality, it has been expressed that it is eroding the success of 

women's inclusion in society, the economy, and politics. More women 

than their male counterparts are bearing the brunt of the economic 

fallout from the pandemic. Women are responsible for domestic work 

and childcare (Hinsliff, 2020). Reports released by WEF (2020) on the 

current global crisis of Covid-19 inform that domestic, sexual and 

gender-based violence has increased during the crisis. The pandemic 

affects men and women differently, as women bear the brunt of it more 

than men. Therefore, policies and frameworks to tackle the fallout of 

the pandemic should recognise that women can play a crucial role in 



 

23 
 

resolving the crisis. Gender should be considered in all social, political, 

and economic procedures.  

Women are the hardest hit by redundancies, especially as female-

dominator sectors such as retail, hotels and hairdressing were shut 

down overnight (Hinsliff, 2020). The International Labour Organisation 

(ILO, 2020b) has identified four significant sectors at high risk of job 

losses, wholesale/retail trade, accommodation, business and 

administrative activities, manufacturing and food services. Women 

represent 527 million which is 41 per cent of the total female 

employees employed in this sector, compared to 35 per cent of total 

male employment. These statistics inform that women would be hit 

more severely than their male counterparts. Over 16.4 billion hours 

have been spent globally on unpaid care work, of which women 

performed two-thirds. These hours have subsequently increased due 

to the pandemic with schools and daycare closures. This has also 

increased the hours women and men devote to unpaid (ILO, 2020b). 

There is a call for further dismantling gender stereotypes and the ideas 

about women's traditional roles as childcarers. So, to encourage more 

men to pick up their equal share of unpaid work at home (EIGE, 2020). 

Women make up 70 per cent of all healthcare staff globally. As 

frontline workers, they are exposed to a greater risk of infection. 

Finally, women have always been more vulnerable economically than 

their male counterparts, and this pandemic reinforces economic 

inequality. Their position in the labour market is less secure as women-

dominated fields are the most brutal hit. Policymakers must engage 
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with women’s rights organisations when formulating responses to the 

pandemic. They must ensure that girls have just as much time for 

studies as boys not to increase the education gap further. Globally, 

gender equality needs to become a top priority to provide a sustainable 

response to the pandemic fallout (WEF, 2020). 

The pandemic has deepened the pre-existing inequalities and 

exposed discrimination in social, political, and economic systems, 

including health services. Poor implementation of policies combined 

with the entrenched patriarchal gender discriminatory norms has 

undermined institutional efforts to address gender-based violence and 

gender inequality. The pandemic will further compromise these 

efforts(Young and Adib, 2020). The government and institutions that 

fight deep-rooted gender inequality must be part of every response to 

the crisis (ILO, 2020a). United Nations Women (UN Women, 2020a) 

reinforces that women being the hardest hit in the pandemic will also 

play a crucial role as the backbone of recovery. To ensure women’s 

inclusion, they outlined three cross-cutting priorities for all 

policymakers: 

1. To ensure women’s equal representation in all COVID-19 
response planning and decision-making.  

2.  Drive transformative change for equality by addressing the care 
economy, paid and unpaid.  

3. Target women and girls in all efforts to address the socio-
economic impact of COVID-19.  

 

In the wake of this pandemic, achieving SDGs will face some 

challenges, especially the 5th SGD Gender Equality in Nigeria. 
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Sustainable Development Goal 2020 report released by Sachs et al., 

(2020) indicates that the ‘demand for family planning’ and ‘ratio of 

female-to-men mean years of education received’ will face significant 

challenges. While ‘seats held by women in national parliament’ will 

face a significant challenge. Although the SSA region index score has 

significantly improved since 2015, countries within this region continue 

to face significant challenges in achieving the SGDs, especially at the 

moment when Covid-19 threatens to undo most of the progress made. 

 

1.6 – Purpose of the Study  

This study aims to inform the development of sustainable policies to 

mitigate the barriers to women’s occupational mobility in Nigeria 

through in-depth research identifying the prevailing barriers to women 

and the successful policies that have placed women in decision-

making positions. Gender equality in management and having more 

women in decision-making positions have been identified as the future 

trend to improve business profitability and have a tremendous 

economic impact on Nigeria’s GDP, resulting in a possible 23 per cent 

increase ($229 Billion). Women empowerment agendas have become 

essential in eliminating poverty, improving living standards, good 

governance and strengthening social and political institutions (Okorie, 

2016).  

Research from the International Labour Organisation (2019a) has 

identified an added value of having a diverse workforce that mirrors 
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half of the customer’s profile. The increase in women’s higher 

educational attainment, which in most cases has surpassed their male 

counterparts across various disciplines, means a growing talent pool 

of experienced and well-educated women to meet critical skills needs. 

For Nigerian institutions to benefit from achieving gender equality 

requires a concerted effort over time to transform their institutions and 

challenge the status quo, whereby the higher the position, the fewer 

women there are. Ample evidence (Ako-Nai and Obamamoye, 2018; 

Bako and Syed, 2018; Tinuke, 2018)  has shown that most women in 

employment are concentrated at the lower management level. 

However, there have been efforts to address this problem across 

countries and business sectors through enhanced recruitment 

policies, changes to institutional values and behaviour geared towards 

eliminating gender discrimination, and the introduction of procedures 

aimed at building a more gender-inclusive culture within organisations.  

However, more work is needed to fully understand the root causes of 

the persistent lack of women's representation in top leadership 

positions, especially in the SSA context, where the issue seems to be 

more prevalent because of the absence of strong institutional 

safeguards. As such, a research's originality can be categorised into 

two approaches. First is conducting research with a “new approach”, 

and second, conducting research with a “new question” in hopes of 

offering a “new perspective” on the topic (Guetzkow, Lamont and 

Mallard, 2004:197). In the category of taking a “new approach” to a 

popular topic such as gender inequality, this research will make an 
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original contribution to situating this research through a radical feminist 

perspective within the novel Nigerian organisational context. Thereby, 

this research has been able to make an original contribution by 

providing a new interpretation of women’s occupational mobility in the 

Nigerian service sector by applying known theories and perspectives 

(Phillips and Johnson, 2022:97)  To examine the issue of gender 

inequality in leadership this study will focus on three core objectives. 

Research objectives 

1. To examine the cultural and institutional contexts that govern 
the place of women and leadership in Nigerian society. 

2. To identify the prevailing barriers that affect women's 
occupational mobility through a postmodern case study 
approach of the Nigerian service sector  

3. Through recommendations, introduce a framework and a policy 
toolkit to aid organisations in the Nigerian service sector to build 
a more gender-inclusive organisational environment anchored 
on sustainable policies.  

 

1.7 – The structure of the Thesis 

This thesis is divided into seven chapters. This chapter has 

contextualised the study's importance and objective by presenting the 

broader context background that explains and justifies its primary 

mission and motivation, particularly within the broader SDGs plan and 

the institutional contexts that show what needs to be done to address 

the problem of gender inequality in Nigerian society.  

Chapter two will explore Nigeria’s patriarchal society and the various 

cultural manifestations and traditions that present barriers to women's 
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advancement in leadership positions within organisations. For an in-

depth analysis and better understanding of the Nigerian cultural 

context and its implications for women's advancement in leadership 

positions, use will be made of  Hofstede’s cultural dimensions. Chapter 

two will also examine organisational and societal cultures within 

Nigerian society and how established norms and practices hinder 

women from advancing their leadership aspirations. Analysis of critical 

traditional and contemporary leadership styles and their implications 

for organisational practices will be examined, paying close attention to 

key business sectors (e.g., ICT, Financial Institutions and Higher 

Education) in Nigeria and the extent of women’s participation in 

leadership within these sectors.  

Chapter three will draw from an institutional theoretical framing to 

demonstrate and exemplify how weak institutions and institutional 

arrangements in Nigerian society act as barriers to women's 

advancement in the leadership of organisations. Within this, there is 

an emphasis on the deinstitutionalisation of behaviours and practices 

that hinder the development and sustainability of gender-inclusive 

practices, which aim to promote gender equality and bridge the gender 

gap in the workplace.  

Chapter four presents the chosen qualitative research methodologies 

to address the research objectives and questions. The chapter also 

details the philosophical principles that underpin these methodologies, 

following established analytical steps to ensure rigour and account for 

validity. This research adopted a qualitative case study approach 
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underpinning a postmodern radical feminist perspective. The ontology 

of this research context – the reality is the gender inequality of women 

in leadership within the Nigerian service sector. The use of 

postmodern epistemology first seeks to critique the traditional view of 

this research context. Secondly, offer recommendations to restructure 

the status quo. Placing women at the centre of this research to 

produce knowledge through their experience of the phenomenon 

being studied.  

Chapter five explains and justifies the data analysis process and 

shows the data revealed through coding and thematisation. Chapter 

six presents the research findings guided by the emergent themes and 

discusses these themes in a synthesis of existing studies. Chapter 

seven concludes by presenting the unique contribution to the 

knowledge of this research. The recommendations proposed for 

organisations, women and NGOs. Identifying the importance and 

opportunities for further research and reflecting on the challenges and 

limitations encountered when conducting this research.  
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CHAPTER TWO 

Literature Review 

 

2.1 – Overview 

To gain an in-depth understanding of gender inequality and the 

oppression of women in the social, political, and economic spheres of 

Nigerian society, analysis and understanding of culture and how this 

manifests in Nigeria are necessary. Therefore, this chapter aims to 

deconstruct the Nigerian patriarchal culture that creates barriers to 

women’s access to education and inclusion in the decision-making 

process within the family and broader society. The analysis identifies 

religion's influence on the national culture as justification for the 

marginalised position of women. Anchored on Hofstede’s cultural 

dimensions and contemporary leadership theories and styles, this 

chapter will also explain Nigeria’s socio-cultural environment and its 

implications for women's advancement into leadership roles and 

positions within organisations in crucial sectors of the Nigerian 

economy, namely, financial institutions, information, technology and 

communication (ICT) and the higher education sectors (HE).  

Finally, an analysis of the Nigerian formal sector is conducted to 

demonstrate the national and organisational culture's effect on 

women's participation in the labour force, including chosen leadership 

styles. Nigerian key industries are analysed, identifying women’s role 

and current experience, their level of participation, and how the current 
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policies and practices either hinder or advance women's leadership 

aspirations. Financial Institutions, Information, Technology and 

Communication (ICT) and Higher Education are the focus of this 

research's primary activities. 

 

2.2 – Nigeria Cultural Analysis 

This section will present an analysis of the national culture to give 

insight into the mindset of society and the reality of women. Nigeria 

has a patriarchal ethos that places women within the privacy of their 

homes as mothers, wives and men in the public spheres (Allanana, 

2013). Women are continuously defined based on their achievements 

as mothers and wives first before academic and/or professional 

achievements are considered (Chinasa, 2018). The debate on gender 

inequality in Nigeria has been gaining momentum over the years, as 

society is redefining women's roles, which contradicts the historic 

knowledge of women’s role in society. The Nigerian culture rooted in 

patriarchy is at the centre of gender inequality. It is always a complex 

topic to disseminate in Africa because of the enormous influence of 

religious beliefs and diverse cultures (Chinasa, 2018). According to 

Srivastava et al., (2018), the continuous prolonged oppression of 

women globally has raised collective voices to champion feminism and 

is one of the most prolonged movements in history. Feminism is a 

socio-political ideology with a common goal to delineate, establish and 

achieve political, economic, personal, and social equality of sexes. 
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Feminist campaigns for women's human rights, to receive education, 

their right to vote, political representation, to earn fair and equal wages, 

to own property, etc.  

Ugbam, Chukwu and Ogbo (2014:64) argue that a “people without 

culture is a people without identity”. Culture can be described as our 

way of life. An established ideology passed down from generation 

determines our rules, beliefs and values systems. It shapes our 

“pattern of thinking, feeling and potential acting” (Hofstede and 

Minkov, 2010:4) learned through our family structure, educational 

system and society. It determines our collective thinking and sets out 

expected attitudes and behaviours in various settings (Mordi, 2017). 

Patriarchy is at the foundation of Nigerian culture and a common 

barrier to women's progression and inequality worldwide. It has 

perpetuated male dominance and placed women in a disadvantaged 

position for generations in areas such as family life and work. The 

attitude has placed the man above the women in all areas of livelihood 

and dictates women’s role in marriage, commerce, childbearing and 

property holding (Owoeye, 2018).  

These practices promote gender inequality and are deeply entrenched 

in our subconscious and personal lives, thereby unconsciously placing 

women subservient to men in any area that brings them together. This 

has developed a long-standing history that reproduces systems of 

social stratification and differentiation based on sex that provides an 

advantage for men while simultaneously placing a constraint on the 

role of women (Ibbi, 2017). The patriarchal belief systems which 
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prioritise men’s interests and discriminate against women broadly 

influence the behaviour of individuals and organisations (Zhao and 

Wry, 2016). This has led to the barriers and disadvantages of women 

in their national culture and their lack of occupational mobility due to 

the institutionalised organisational culture. Nigeria can be described 

as a highly patriarchal society, with every significant culture and tribe 

unapologetically supporting and propagating extreme male 

dominance and privileged. The man is seen as the “undisputed head 

of the family” and head of organisations and holds “greater value than 

women, irrespective of age or intelligence” (Onyegbule, 2017:1) 

Nigeria’s patriarchal culture significantly influences our life 

experiences as our culture is a way of life, a shared ideology with 

people who live within the same social environment. The unwritten 

rules, values, and beliefs of every individual influence their way of 

thinking, feeling and acting (Hofstede and Minkov, 2010). Culture is 

the foundation of our rules and beliefs, guiding how countries, 

organisations, and individuals regulate their values and way of life 

(Zakaria, 2018). The Nigerian culture that serves as a barrier to 

women’s equality deprives women of opportunities to be 

acknowledged and treated as respectable persons within the 

community (Chigbu, 2015). The societal culture in Nigeria shares a 

common notion that the woman must be under the man’s control (Ibbi, 

2017). This barrier is linked to the patriarchal nature of Nigeria that 

sees women and girl-child as less than the man. Being a country that 

respects its customs and has the tendency to maintain and reproduce 
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them, it can prove challenging to pioneer a cultural shift in support of 

more women having control of their lives and attaining leadership 

positions in organisations (John-Paul Okeke, 2017a).  

The Igbos, Yorubas, and Hausas are Nigeria's three main subcultures, 

each having unique traditions influencing their ways of life. Despite 

many ethnic groups across Nigeria, these ethnic groups make up the 

national culture, which has been infused with the common customs 

across their subcultures (Alonge, 2018). The gender inequality 

manifestation in Nigeria has been justified under the guise of traditions 

and customs. Socio-culturally ascribed roles for women continuously 

restrict women to motherhood or wife, which results in women’s 

exclusion from social and economic opportunities and participation 

(Okorie, 2016).  

This cultural perception has influenced Nigerian society's attitude 

toward women’s education and the acceptance of early marriage, 

especially with the Hausas sub-culture predominantly in the Northern 

part of Nigeria. This sub-culture is dominated by their strong belief in 

their religion of Islam and is extensively linked to their culture, which 

has a long-standing tradition of patriarchy and the gendered division 

of labour. This includes less girl-child education and a high percentage 

of girls married before they turn eighteen, which is considered part of 

their customs (Amodu, Salami and Richter, 2017). Therefore, severing 

as a barrier to women’s participation in economic and political spheres. 
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Chinasa (2018) identified common causes of gender inequality in 

Nigeria, seeking to deconstruct the gender disparity women face. 

Firstly, the lack of proper education hinders women’s ability to access 

essential knowledge, tools, and skills to develop their capabilities and 

contribute to society. Secondly, tradition and culture promoting 

patriarchal norms serve as barriers to women in families and 

communities. The mentality within Nigerian society has been 

developed on the historical view of leadership identity as masculine, 

which has created a barrier that has influenced the perception of the 

attributes of a leader. Women are not considered to fit the leadership 

criteria or have the essential attributes because society has only ever 

seen and expected men to lead (Armstrong, 2019).  

Finally, religion and religious practices adopted in Nigeria restrict the 

role of women to just domestic roles, making it impossible for them 

even to consider leadership aspirations within their organisations. Ejeh 

(2019) explains that religious leaders and other interpreters of the 

Bible in Nigeria claim that it is God’s plan for the woman to always be 

a helpmate to the man, meaning that she remains a kind of servant to 

the man, as some theologians support the gender expectation of the 

woman as less valuable than the man and use Biblical passages to 

support the subordination of women.   

Most of the culture in SSA countries does not recognise gender 

equality as part of the culture, as it goes against the patriarchal norms. 

Hamaus (2016) explains that African countries like Nigeria have failed 

to recognise that culture is dynamic and constantly evolving, thus, 
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refusing to acknowledge that there can be many different acceptable 

sub-cultures, such as gender equality. It is easy to identify the problem 

as the patriarchal culture of Nigeria but harder to address as 

continuous actions are being taken. To disrupt the status quo and 

include women in economic and societal participation means 

deconstructing the well-oiled machine of accepted norms and re-

engineering the system to incorporate women (Onyegbule, 2017). 

 

GLOBE Leadership Study 

To fully understand the national culture and its influence on 

organisational leadership culture, the GLOBE leadership dimensions 

were considered a suitable framework for analysing Nigeria’s culture. 

The GLOBE framework focuses on three key constructs: cultures, 

organisational practices and leadership. The project began in 1991 to 

develop a framework to analyse the relationship between national 

culture, organisational practice and leadership success across 

societies (Pagda, Bayraktar and Jimenez, 2021). The project's 

outcome introduced nine dimensions encompassing a successful 

national and organisational analysis framework. Assertiveness, Future 

Orientation, Gender Egalitarianism, Human Orientation, Institutional 

Collectivism, In-group Collectivism, Performance Orientation, Power 

Distance and Uncertainty Avoidance. These were partly selected 

based on existing cross-culture theories by Hofstede, among others 

(Chhokar, Brodbeck and House, 2008). Therefore, there is a great 
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similarity between the dimensions of GLOBE and Hofstede, especially 

the dimensions of Power Distance, Collectivism, Gender 

Egalitarianism, Future Orientation and Uncertainty Avoidance.  

 

2.3 – Hofstede Cultural Analysis of Nigeria 

To further understand Nigeria’s national culture, Nigeria is analysed 

with the Hofstede 6D Model of national culture: Power Distance, 

Individualism, Masculinity, Uncertainty Avoidance, Long-Term 

Orientation, and Indulgence. Nigeria was analysed in the late 1980s, 

and little has changed in the characterisation of the Nigerian culture. 

These cultural structures will shed light on how Nigerians are expected 

to think, feel and approach other cultural differences. Understanding 

the cultural values of Nigeria is crucial in identifying the critical areas 

of barriers toward women. Hofstede’s 6D Model will provide helpful 

insight into what Nigeria deems essential and how individuals best 

function and respond to change (Roofe, 2017:218). Although 

Hofstede's analysis is still widely used for national analysis, this 

research is aware of its limitation of Hofstede's research. This research 

was based on employees from one company, IBM, and the result was 

then assigned to the entire nation, which is now outdated (Eringa et 

al., 2015). 
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Power Distance 

Nigeria scores high on the power distance (80), demonstrating that the 

national culture is rooted in hierarchal order that indulges autocratic, 

power-dominant behaviour. There is an inequality in the hierarchal 

system between leaders and employees, as they are expected to 

respond to instructions without questioning their leaders (Hofstede and 

Minkov, 2010). Power is not distributed evenly, and organisational 

management practices support authority, reward systems, and 

promotion based on power and influence (Deva Vincent and Iguisi, 

2018). The patriarchal culture adopted by Nigeria is one of the 

widespread unequal power relations between men and women that 

manifests in social and economic settings (Abdullahi, Shade and 

Shehu, 2011). This determines and justifies the place allocated for 

women to occupy, limiting their active participation and full inclusion in 

socio-political and economic development. This characteristic is 

associated with the patriarchal norms of Nigeria, which are highly 

centred on the idea of the superiority of men over women that have 

created a power arrangement aimed at the “oppression of women for 

the benefit of men” (Adenugba and Oderinde, 2015:89). 

 

Individualism 

Hofstede's individualism dimension measures the degree to which 

people look after themselves or belong to a group. Nigeria scores low 
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on individualism (30) and therefore is considered a collectivist society 

where loyalty and mutual dependence are developed in different 

families and groups formed (Hofstede and Minkov, 2010). There is a 

negative correlation between power distance and individualism, 

whereby countries such as Nigeria will score high on power distance 

and low on individualism. This is because people in groups usually 

depend on power figures from patriarchal structures in families and 

how the head of the family exercises strong authority (Hofstede & 

Minkov; 2010:104).  

In a collectivist, power-dominated patriarchal society, the leaders 

enforce the barriers to and discrimination against women and are 

supported by the dependency and loyalty formed in groups and 

families, which enables the reproduction of gender inequality. The 

collectivist attribute supports that candidates from families and in-

groups are chosen first during promotions and recruitments, exhibiting 

the loyalty associated with a collectivist society (Hofstede & Minkov; 

2010:120). This collectivist ideology has created a set of irrational 

actions and ways through stereotypes to subjugate people to a 

particular invisible collective identity (Okonkwo, 2009). Women are 

therefore subjected to the shared collective definition of roles and 

abilities based on those stereotypes that ultimately deny them the 

opportunity to choose whom they want to become (Adenugba 

&Oderinde, 2015). 
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Masculinity  

Following Nigeria being a patriarchal society, which endorses 

masculinity and dominance over gender equality, they score high in 

Hofstede's masculinity dimension (60). Designated gender role culture 

profoundly impacts society’s behaviour, expectation and what is 

depicted in the media. Gender inequality is perpetrated at all levels, 

especially in organisations, households, and education (Hofstede & 

Minkov, 2010:139). Nigeria, as a collectivist, masculine society, 

rewards achievement according to performance and brings up its male 

children to be assertive, outgoing, ambitious, and competitive 

(Hofstede & Minkov; 2010:168).  

Men are expected to provide security and protection for their families 

and deserve to make decisions within and outside their homes, as 

women are perceived to be emotional, weaker and more vulnerable 

than men (Ekeoba, 2015). The term ‘Masculinity’ can be considered a 

stereotype, as it sets expected roles, attitudes and behaviours for boys 

and men to be dominating and assertive as they have the power. This 

perception has been passed down from generation to and is hardly 

questioned because being male is associated with leadership, power, 

strength and toughness (Jacobsen, 2018). 
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Uncertainty Avoidance 

Uncertainty avoidance (UAI) relates to how a country deals with an 

unknown future or situation. It relates to how different cultures learn to 

deal with ambiguity, and high UAI  countries tend to have high anxiety 

levels and vice versa (Hofstede & Minkov, 2010:195).  Nigeria scored 

medium in this dimension (55) which does not indicate a clear 

preference. As a highly religious country, this places an immense role 

in a country’s ability to accept uncertainty and believe in the truth 

without questions (Hofstede & Minkov, 2010:227).  

According to Chiemelie (2014), this dimension manifests differently 

depending on Nigeria’s region. For instance, the Southern Eastern 

part of Nigeria is perceived to be low on UAI and willing to take risks 

in their businesses to achieve the desired goal. On the other hand, the 

Northern part of Nigeria is considered to be high on UAI and is cautious 

of the outcome of their decisions and believes in structure and order.   

 

Indulgence 

Indulgence relates to a society’s ability, through cultural belief, to 

control its desires and impulses. Nigeria scores high on this dimension 

(84) and therefore demonstrates a culture that indulges in its desires 

regarding having a high positive attitude and optimism (Hofstede & 

Minkov, 2010:291). Also known as the index of happiness, Nigerians 

are believed to be a highly indulgent culture and were once ranked as 

the happiest people on earth (Mordi, 2017) because of their ability to 
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remain optimistic despite the difficult economic situation in the country, 

which accounts for the resilience of Nigerians and enables them to 

cope with stress in the workplace.   

 

Long-term Orientation 

Nigeria scores low on the long-term orientation dimension (13), 

establishing them as a society that respects tradition and social rituals 

and reciprocates greetings, favours, and gifts (Hofstede & Minkov, 

2010:242). This demonstrates that Nigerians are not short-term 

thinkers more concerned with accomplishing the ‘Now’ and achieving 

quick results (Hofstede & Minkov, 2010:273). Therefore, the idea of 

the future benefit of gender equality to the community and economy 

will face resistance in accomplishing change, as maintaining the ‘Now’ 

will be to uphold the long-standing culture of patriarchy.   

Overall, there is a clear illustration of the national culture in Nigeria that 

is synonymous with and supports previous theories that describe 

Nigeria as a patriarchal masculine-dominated country. Hofstede's 

analysis presents evidence to support the clear manifestation of these 

factors within the Nigerian context, which is at the centre of the gender 

inequality and oppression women face in society. This analysis helps 

provide meaning and predict the country's expected way of life. 

However, the results are functional patterns of behaviour in the 

country’s past, and questions on the validity in today’s modern world 

arise (Mullins and Christy, 2016) because though globalisation, 
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education and culture merge will and should evolve, a country’s way 

of life, thinking and can overturn long-standing traditions. Thereby 

providing an opportunity to identify those barriers within the Nigerian 

culture that still hinders gender equality and actively seek to develop 

sustainable strategies that would eradicate discrimination against 

women and build a gender-inclusive society. To achieve this, women’s 

empowerment must be encouraged and propagated.  

 

2.4 – Women's Empowerment  

Globalisation has magnified the voice and pursuit for women's 

empowerment and unveiled the oppression and injustice against 

women in all works of life. The international women's movement has 

been successful in driving global and national actions on gender 

equality by developing a sense of common purpose, a common 

language and a standard set of demands (Nussbaum et al., 2016). In 

2016, the African Human Development through the United Nations 

Development Programme provided a strategic framework for 

actionable implementation that aims for a more result-orientated and 

comprehensive approach to addressing gender inequality and 

achieves the African Agenda by 2063 and the Sustainable 

Development Goals (UNDP, 2016). The strategic framework has been 

divided into four pathways identified by UNDP Africa (2016), detailed 

below encompasses all areas affecting women’s rights: 
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1) Supporting the adoption of legal reforms, policies, and 
regulations to advance women's empowerment and 
programmes that provide equal opportunities for all. 

2) Supporting national capacity to promote and increase the 
participation and leadership of women in decision-making 
in the home, economy, and society. 

3) Supporting capacity to implement multisector approaches 
to mitigate the impacts of discriminating health and 
education practices. 

4) Supporting women to gain ownership and management of 
economic and environmental assets   

 

These four pathways can influence, change, and impact the 

continuous advancement of gender equality. Although much remains 

to be done, progress in the right direction is being made through 

definable and potentially achievable policies such as those listed 

above (Browne, 2018). 

The importance of the fifth Sustainable Development Goal (SDG) 

initiative has recorded global progress since its inception in 2015. The 

(United Nations, 2019) has continuously tracked global progress and 

monitors the significant attempt to eliminate all forms of discrimination 

against women in all spheres of their lives. Key global targets and 

indicator frameworks were set out in 2016 as a tool to record progress 

and serve as a guideline in the quest to achieve Gender Equality by 

2030. The targets and indicators highlighted below are directly linked 

to achieving gender equality in leadership in Nigeria and women’s 

empowerment and demonstrates key necessary areas for national and 

organisations to implement:  
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Table 2.1 – United Nations (2016): Goal 5 – Targets and Indicators 

5.1 – End all forms of 

discrimination against all women 

and girls everywhere 

5.1.1 – Whether or not legal 

frameworks are in place to 

promote, enforce and monitor 

equality and non-discrimination 

based on sex 

5.5 – Ensure women’s full and 

effective participation and equal 

opportunities for leadership at all 

levels of decision-making in 

political, economic and public life 

5.5.1 – Proportion of seats held 

by women in national 

parliaments and local 

government  

5.5.2 – Proportion of women in 

managerial positions  

5. A – Undertake reforms to give 

women equal rights to economic 

resources, as well as access to 

ownership and control over land 

and other forms of property, 

financial services, inheritance, 

and national resources, in 

accordance with national law 

5.A.1 – A) Proportion to total 

agricultural population with 

ownership or secure rights over 

agricultural land by sex. B) 

share of women among owners 

of rights-bearers of agricultural 

land by type of tenure 

5.A.2 – Proportion of countries 

where legal framework 

(including customary law) 
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guarantees women’s equal 

rights to land ownership and/or 

control 

5. B – Enhance the use of 

enabling technology, particularly 

information and communications 

technology, to promote the 

empowerment of women 

5.B.1 – Proportion of individuals 

who own a mobile telephone by 

sex 

5. C – Adopt and strengthen 

sound policies and enforceable 

legislation for the promotion of 

gender equality, and the 

empowerment of all women and 

girls at all levels 

5.C.1 – Proportion of countries 

with systems to track and make 

a public allocation for gender 

equality and women 

empowerment  

 

There have been breakthroughs recorded toward improved gender 

equality because of global influence and attention. Various 

international laws aim to protect human rights, eliminate discriminatory 

acts, and promote the development of an equal environment. Nigeria 

has committed to upholding and respecting these international laws 

toward improving equality and human rights. Although not much has 

been done concerning proper implementation, this is still a step in the 

right direction (Momodu, 2017). Women and institutions in Nigeria and 

SSA are stepping up and leading the movement for gender equality 
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and women empowerment in their various fields by demonstrating 

their leadership prowess through their success stories and initiatives.  

South African Universities, through the collaboration of the Women in 

Engineering Leadership Association (WELA), have the initiative to 

improve the participation and retention of women in the engineering 

field. Through a leadership development programme that comprises 

workshops and activities administered in universities across South 

Africa to improve the feeling of self-efficacy and assist women in 

becoming more self-assured and able to cope with the perceived 

challenges of employment in a male-dominated work environment 

(Lourens, 2018). This is a positive movement to bridge the gap 

between gender in engineering by preparing women to be capable of 

challenging for leadership positions in a crucial sector.  

UN Women (2018) held a forum for Africa’s transformation with the 

aim of women working together for Africa through establishing and 

operationalising a network that would mobilise over 120 women 

leaders from various sectors across Africa to develop a plan of action 

from 2018 to 2020 to ensure more visibility and sustainable leadership 

by women across all sectors of society. Thereby uniting Africa in the 

movement of establishing more women in positions of power would 

create opportunities for gender equality and women empowerment by 

2030. 

Mo’ Abudu is a Nigerian media personality, talk show host, and 

founder of Ebony Life TV and 2015 Forbes Africa’s most successful 
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woman. Such recognition was awarded to her because of her stride in 

entrepreneurship, leadership, and women empowerment commitment 

to Africa and worldwide. She utilises her platform to encourage women 

entrepreneurs to never see gender as a handicap or inferiority but to 

have the right attitude of hard work, passion, and determination 

(Nsehe, 2015). Recently she launched a global mentoring scheme for 

young women to enable them to feel empowered enough to reach their 

dreams: 

“I’ve been wanting to do this for a very long time because I’m 
always being approached by ambitious young women who 
need guidance and support. Sometimes all they need is the 
belief and self-confidence that they can turn their dreams into 
reality. I have gained a huge amount of experience throughout 
my life as an entrepreneur, and I can’t wait to share some of it 
with these women” Mo’ Abudu: Leading Ladies Africa 
Newspaper (Adeniran, 2018)  
 

One of the women at the forefront of women's empowerment in Nigeria 

is Chimamanda Ngozi Adichie, a novelist and a renowned feminist. In 

2012 during her TEDx Euston talk, she shared her feminist manifesto 

and pushed for a society where everyone is a feminist. She aims to 

redefine the place of modern women and men, and her vision is to 

change how society raises children and how the focus should be on 

ability instead of gender (Gwaambuka, 2017). Her famous quote from 

her book ‘We Should All Be Feminist” has been cited numerous times 

in the media as an example of the challenges women face: 

“You can have ambition, but not too much. You should aim to 
be successful but not too successful, otherwise, you will 
threaten the man. If you are the breadwinner in your 
relationship with a man, pretend that you are not, especially in 
public, otherwise, you will emasculate him” (Adichie, 2014:12) 
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Furthermore, she is spearheading a revolution in her rights through 

her latest books, her manifesto titled ‘Dear Ijeaele: A Feminist 

Manifesto in Fifteen Suggestions’, gives mothers and expecting 

mothers advice on how to raise their girl children to be strong, 

ambitious and able to fend for themselves. She remains optimistic 

about the progress on gender equality but acknowledges that it should 

be continuous progress as there is still more to be done (Allardice, 

2018). One of the critical areas for change is the media and its 

influence on society. Hamaus (2016) expresses that it is essential to 

tell stories that empower women while also being inclusive of men. 

Mainstream media can play a role in breaking down gender 

stereotypes that have been reinforced for generations.  

In Hollywood, there has been a growth in women activists and 

women’s rights campaigning since the 2016 Presidential Elections. 

Hollywood celebrities are rallying women to build a support system 

driven by organising support groups, raising funds and contributing to 

change affecting communities (Harel, 2018). International Creative 

Management (ICM) Partners, a talent agency that represents clients 

like Shonda Rhimes, an American Television Producer, has committed 

to changing the culture of Hollywood by pledging a 50-50 gender parity 

by 2020 with a focus on leadership positions. Therefore, women will 

represent half of the agency’s partnerships, department heads and 

board of directors (Sun, 2017). 
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Women in Hollywood are further taking a stand against gender 

inequality through the Time’s Up movement, which has become 

Hollywood’s most high-profile effort towards gender equality. The 

movement has seen the donation of funds from A-list celebrities like 

Sandra Bullock and Jennifer Aniston to raise legal funds to assist 

women in over 60 different industries to attain fundamental fairness in 

their workplace (Masters, 2018). Time’s Up promotes an industry-wide 

movement in response to women’s concerns about workplace safety, 

pay parity and other issues affecting women from progressing and 

gaining leadership power in their industry (Lee, 2018).  

The Time’s Up movement came about because of the #METOO 

campaign to end sexual abuse of women not only in Hollywood but 

across all industries (Gold, 2018). The global impact of the #METOO 

campaign is still unclear regarding the commitment toward justice for 

sexual harassment victims and improving the working environment 

depending on the country. With countries like France questioning 

whether the #METOO movement has gone too far, Russia dismissing 

sexual harassment cases brought forward, and SSA countries still 

battling with women gaining credibility and the lack of women’s rights 

makes it difficult for the #METOO movement to gain momentum 

(Adam and Booth, 2018). Despite the global attention received by the 

#METOO campaign, most SSA counties are still hesitant to speak up 

against violence at the hands of men for fear of stigma and a victim-

blaming mentality.  
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An article in The Economist (2018) highlighted the importance of the 

#METOO Movement that has inevitably morphed into discussions 

about the absence of senior women from companies and gaps in 

average earnings between male and female workers.  

Overall, Nigeria's long-term orientation, in that there is greater respect 

for traditional values and doctrines than adopting new changes, means 

that globalisation's effects on gender equality have been resisted. In 

theory, culture is understood to be dynamic and, therefore, open to 

change. However, depending on the change required, globalisation is 

seen as a western ideology and destructive to African culture and 

development (Ugbam, Chukwu and Ogbo, 2014). On the other hand, 

it can be argued that globalisation is eroding African culture, as the 

youths are on the quest of ‘unlearning’ cultural norms and seeking to 

discontinue traditions that no longer serve them. They are rapidly 

losing touch with their values and are seen adopting western cultures 

(Akinsola, 2020).  

To gain in-depth insight into the organisational environment and the 

absence of women in leadership positions, the following section 

analysis organisational culture and its influence on creating and 

reproducing discriminatory systems and structures. 

 

2.5 – Organisational Culture 

Organisations are beginning to see the benefit of workforce inclusion 

and the importance of promoting more women into leadership roles. 
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Evidence shows that fostering the full participation of women leads to 

better performance. Women are known to adopt leadership styles that 

are well-suited for the complexities of contemporary organisations and 

result in effectiveness (Hoyt and Murphy, 2016). 

Organisations’ investment in human capital has become essential for 

leadership recruitment, an opportunity to introduce relevant skills and 

experience, improve their operational management and build a 

competitive workforce. Human capital can be described as an 

individual’s knowledge, skills, experiences and abilities, which have 

been accumulated through education, employment, habits, and 

activities (Desai, Lockett and Paton, 2016). Human capital within an 

organisation is an essential intangible resource for competitive 

advantage and effective leadership candidates. They possess 

organisational-relevant knowledge, skills, and abilities. Leadership 

development practices such as training and activities to enhance skills 

are practical tools for retaining and developing employees 

(Subramony et al., 2018).  

The effort to increase human capital talents is crucial in organisations. 

There is a growing need to develop leaders with the skills, 

organisational, and industry-relevant knowledge to mitigate the skills 

gaps. One of the most effective tools to improve human capital is 

investing in recruiting talents and training opportunities to improve 

performance and capabilities suitable for a specific role. 
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An employee’s prior skills and experience play a significant role in the 

recruitment and leadership promotion decisions as organisations are 

increasingly looking to hire leaders with prior top leader experience 

(Desai, Lockett and Paton, 2016). The appropriate work experience, 

including duration and the position occupied, is also a significant factor 

in leadership recruitment (Monteiro and Almeida, 2015). It influences 

and identifies career development strategies regarding the training 

necessary for progression. Work experience, especially in a minor 

leadership role, is crucial to learning and developing an employee’s 

capacity to lead and therefore, they become a worthy human capital 

investment to be hired or promoted into top leadership positions 

(Carroll, Ford and Taylor, 2015). 

The demand for organisational competitive advantage, which can be 

gained through human capital, has led to new techniques to effectively 

develop and select suitable leadership candidates for promotion or 

employment. The importance of training and coaching employees has 

become vital to assist leaders in developing “awareness, perspective, 

clarity of thought and emotional responsiveness to occupy their roles 

authentically and creatively” (West and Milan, 2001:39). 

The evolution of leadership has introduced a significant increase in 

female human capital investment as a valuable resource in 

organisations' performance and competitive advantage(Lavy and 

Sand, 2016). The impact of their human capital depends on their level 

of involvement in leadership and decision-making opportunities, which 

is determined by the organisation’s management culture.  
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The Nigerian organisational covert culture is deeply entrenched in 

traditional beliefs about how things are done. As a highly cultural and 

collectivist country, as demonstrated through the cultural analysis, 

means traditionally, women are deprived of an active voice in political 

and economic affairs that concern their lives; in some cases, they are 

consulted, but the final decision rests on the man (Ikegbu and Odey, 

2018). This traditional attitude towards women’s contribution to 

positions of power has influenced organisational behaviour, which 

believes that women lack the resources or willpower to engage and 

participate in leadership. Thereby developing a covert characteristic 

within the organisation’s values that excludes women. The belief that 

women lack the know-how or have what it takes to succeed is at the 

centre of the negative stereotype and barrier to women in Nigerian 

organisations and the gap in the growth and development of female 

leaders.  

The gender attitude toward a woman’s role in Nigeria influences the 

discrimination against women being promoted to leadership positions. 

Research conducted by Nigeria Men and Gender Equality Survey 

(NiMAGES, 2015) revealed that both genders agreed with restrictive 

norms about gender roles, with 94 per cent of men and 91 per cent of 

women agreeing that a woman's most important role is to take care of 

her home and cook for her family. Such belief has permeated the 

organisational culture, promoting patriarchal customs that limit 

women’s roles to mainly domestic and family chores. This is at its root 

and has become a significant impediment to gender equality and 
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women having the right opportunity to be considered leaders in 

organisations (Bako and Syed, 2018).  

 

2.5.1 – Organisational Culture Analysis 

To gain an in-depth understanding of organisational cultures in 

Nigeria, Johnson and Scholes's cultural web is an analysis tool to 

demonstrate an organisation’s behavioural, physical and symbolic 

characteristic that defines their culture (Johnson, 2016). Cultural 

mapping can be used as an instrument to systemise information 

concerning the distribution of cultural expression within Nigeria 

organisations and highlight the potential for development through a 

top-down and bottom-up instrumental approach that would provide the 

opportunity to identify barriers within the societal and organisational 

culture affecting gender equality (Freitas, 2016).  

The top-down instrumental approach helps promote policy 

development and change within Nigerian organisations by 

implementing leaders that would enable economic growth through the 

contribution of more women in leadership. For instance, organisational 

leaders in Nigeria maintain their power structure by actively taking 

aggressive actions and all decisions to maintain the organisational 

process, culture, and management style. This safeguards their 

investment and power in the company (Jinadu et al., 2018). Thereby 

reinforcing the long-established way the company operates (Johnson, 
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2016), which is in most ways discriminatory against women, accessing 

power and influence.  

The title of the chairman or chief is a status associated with and 

symbolises power and leadership in organisations, communities, or in-

groups. It represents respect and higher authority and is bestowed on 

those who wield more influence. Such a leader plays a crucial role in 

organisational policies and direction. When the leader makes a 

decision, it is easily implemented and accepted. Policy development 

and change must come from the top, as it will be collectively accepted 

(Odor and Omoregbe, 2018).  

The bottom-up instrumental approach is helpful for community 

development. It is linked to an analysis of societal and cultural 

dynamics that would benefit from a change to improve human and 

social development regarding women’s rights within their families and 

communities. This has been identified in the analysis of the national 

culture of Nigeria, which is the patriarchal masculine dominance that 

assigns gender roles and constraints on women that perpetuate 

gender disparity and limit women's influence over their decision-

making power.  

An alternative framework to analyse organisational culture is the 

organisational iceberg, which evaluates an organisation’s behaviour 

and identifies areas within the corporate structure and processes for 

new diverse strategies. The formal overt aspect is the tip of the iceberg 

representing the organisation’s communicated visual culture, symbols, 
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rules, and competence. This aspect is just as crucial as the covert 

behaviour aspect, which consists of the values and thought processes 

created over time, and it’s difficult to be directly observed or inferred 

from what employees say or do (Laroche and Rutherford, 2007).  

Like the organisational iceberg, Schein’s levels of culture provide an 

alternative framework to analyse organisational culture from the 

shallowest to the deepest. Artefacts and creations are the visible 

aspects of the organisations, while values and basic assumptions are 

the deepest covert levels of the corporate culture. The visible and 

invisible levels are essential to understanding the culture, as the visible 

alone cannot fully demonstrate an organisation’s culture (Mullins and 

Christy, 2016). Schein (2016) states that culture can be analysed at 

different levels, as the levels determine the degree to which the cultural 

phenomenon is visible to observers. These levels range from tangible 

overt manifestations easily seen to deeply embedded and 

unconscious practices that define the essence of organisational 

culture or its DNA. 
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Figure 2.1 – Levels of Culture 

 

 

 

 

 

 

 

 

Source: Management and Organisational Behaviour – Mullin, L. & Christy, G. (2016:539). 

 

Organisational culture underpins the value and policies of the 

company; it motivates the development of its strategies and 

procedures. They will attract employees with similar beliefs, 

knowledge, skills, and ability (Gorenak and Ferjan, 2015). The barrier 

to women comes from the cultural reproduction and the repetition of 

established ways of doing things passed down from generation, which 

keeps to the norm of what they know and understands (McCalman and 

Potter, 2015). The cultural influence in an organisation has been 

communicated to men and women from childhood and has become 

embedded in their behaviour and reproduced in organisational 

principles and culture (Yousaf and Schmiede, 2017). This has enabled 



 

59 
 

the gender disparity in organisational hierarchy and influenced the lack 

of women promoted into leadership positions.  

 

2.5.2 – Cultural Values and Beliefs 

In applying the cultural web to Nigeria, we find that social and cultural 

factors influence organisational processes because the 

communicated natural distribution of gender roles states that women 

are better suited for domestic and child-rearing responsibilities than 

employment outside the home. This limits women from being taken 

seriously for leadership positions even though more women are now 

participating in the workforce (Tzvetkova and Ortiz-Ospina, 2017).  

As early demonstrated in the national culture analysis, Nigeria is a 

masculine society and a collectivist practice by nature; this has 

transcended into the human resource management culture, which 

hinders the hiring and promotion of women. The patriarchal order 

states that women should have no representation in decision-making; 

this culture has been embedded in the workplace (John-Paul Okeke, 

2017b). The collectivist nature of Nigeria also means that factors such 

as ethnicity and nepotism are first considered above efficiency and 

competence for the role, and women's consideration is low on the 

totem pole. 

The policy surrounding the Nigerian culture promotes and invests in 

power. The cultural belief regulates social ways of life, indirectly 

reproducing and justifying discrimination against women. This social-



 

60 
 

cultural tradition is still believed by the majority of society and hinders 

women from reaching senior management levels (Bako and Syed, 

2018). The gender imbalance in Nigeria’s organisational leadership 

structure is due to the vicious cycle of the historical culture passed 

down through generations. This has hindered the innovative capacity 

of organisations, which comes with building a diverse workforce that 

would benefit from economic growth (Cropley and Cropley, 2017). 

Women are at a disadvantage and mostly fail to have the opportunity 

to break the cultural cycle because most board members and 

executives are men, and they will tend to evaluate men more 

favourably during recruitment and promotions (Wang et al., 2018). 

Organisational cultural change must come from the leaders, who hold 

more influence and power over the organisation’s policies and 

procedures.  

Culture is a closed system, and intercultural interactions will lead to 

cultural evolution as a new process and practice will spread through 

the population (Leung and Morris, 2015). Organisational change is 

essential and inevitable because change and innovation improve 

organisations’ competence and advantage. Organisations respond to 

various forces of change to reflect the nature of the environment in 

which they operate. One key force of change is the social and cultural 

influence on diversity, equality, and inclusion, and it is vital to women's 

leadership improvement (Mullins and Christy, 2016). 

Women have continuously improved and increased their human 

capital and workforce participation, which results from progressive 
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actions and changes in attitudes and perceptions of women. 

Regardless of this improvement, a discriminatory cultural belief still 

perpetuates inequality. On the other hand, women sometimes lack the 

ambition to aspire to leadership positions, especially when the 

opportunity presents itself. This has been linked to women’s 

perception of an ambition gap that prohibits them from indicating 

interest in essential roles and advancement opportunities (Mclean, 

2018). Lack of confidence, even having the confidence to seek out a 

mentor, and pursue a job beyond their experience, hinder women from 

career advancement within their organisation and plays a role in the 

gender disparity in leadership (DBP, 2017). 

Women’s lack of ambition primarily stems from their lack of confidence 

because they associate the acquisition of leadership positions with 

added stress, burden, and conflict (Winkler, 2016). Through their 

experience of gender discrimination in all spheres of their lives, women 

believe that the organisation would not have equal opportunities for 

growth and development, as their gender would diminish their chances 

of getting ahead (Winkler, 2016). A hostile work environment toward 

women erodes their self-confidence and ambition; therefore, women 

opt out of leadership positions. This is linked to their perception of the 

gender pay gap, even in positions similar to their male counterparts, 

and the stereotypes associated with leadership favouring masculinity 

(Jaffe, 2018). For instance, during recruiting and promotions, jobs 

advertised which describe traits associated with men, such as 

dominance, assertiveness, ambition and competitiveness, can 
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discourage women from applying because they believe they will not fit 

into that role or be considered. Women rarely consider themselves to 

possess such qualities (Spangsdorf, 2017). 

 

2.6. – Gender Inequality 

This section discusses vital aspects that perpetuate gender inequality. 

The intensified debate on gender inequality and its consequences on 

a country’s development has focused on identifying strategies to 

bridge the gender gap in social, economic, and political institutions 

(Aina, 2013). Modupeoladunni (2014) suggests that the  

“Gender mainstreaming, which was translated into national 
policies, strategies, programmes and plans, become a process 
for accessing the implications of legislation, programmes and 
activities on men and women’s concerns and experiences as 
well as seeking to address inequalities in women’s and men’s 
roles in society and their needs in development intervention. 
This has necessitated changes to policies, institutional cultures, 
resources allocation and design of intervention for promoting 
gender equality”  
 
 
 
 
 

2.6.1. – Education 

Education and training opportunities play a powerful tool in women’s 

empowerment and development (McCleary-Sills et al., 2015). One of 

the significant factors for gender inequality is the lack of education for 

women and young girls, which has greatly hindered their employment 

and career advancement prospects. An argument can be made that 

women lack the necessary skills and competence to be considered 
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attractive for employment or leadership positions. However, the issue 

is that vital education and skills opportunities are less likely to be given 

to women, as even young girls have less access to schools and 

training than boys (De Silva, 2016). Although in recent years, more 

women are breaking that stereotype of lacking the necessary skills 

through gaining qualifications and are improving the gender gap in 

employment by entering the workforce in Nigeria.  

Family culture influences upbringing and education in a household. 

Thereby creating a direct link between family influence and 

perpetrating expectant gender roles, which allocates the duties and 

chores for both genders (Hu, 2018). This ultimately adds to the gender 

inequality in society and organisations, as expected gender roles 

taught within the household establish the nuance that women are not 

expected to be leaders and add to the barrier women face (Bertocchi 

and Bozzano, 2015). Especially in a low-income household where girls 

are subjected to domestic chores while the boys are more likely to go 

to school (Odimegwu, Somefun and Akinyemi, 2017, limiting the 

prospects of the girl-child in terms of employability options.  

Feminist researcher Dogo (2014) argues that gender difference in 

society results from the cultural practices and social expectations 

enforced within the family structure. Eventually, the individuals are 

continuously exposed to such expectations through constant 

reproduction in the society around them. The false expectations limit 

women and young girls to domestic roles. The empowerment of 

women begins with empowering the girl-child through education. 
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Education is a vital development tool that provides a girl-child with the 

necessary skills in knowledge, social attitudes, growth and experience 

(Kerai, 2017).  

Girl-child education is a significant issue in developing countries like 

Nigeria, especially when the popular opinion regarding education is 

disadvantageous to women as they are believed to be the weaker sex 

and therefore require the protection of men. Thus, the men should be 

more educated than the women to provide for them as the 

breadwinners and, therefore, must be more empowered. Secondly, 

many parents believe that educating the girl-child is a waste of 

resources, and they will eventually get married, and their education 

would only profit their husband. (Obiageli and Paulette, 2015). 

Societies are gradually beginning to see the importance of girl-child 

education and its prospect for a country. The United Nations 

Sustainable Development Goals promote equitably and quality 

education that ensures that by 2030, all girls and boys will complete 

free and quality primary and secondary education and make higher 

education affordable and accessible for all women and men (Un 

Women, 2018). Education is necessary to empower women to explore 

further their capabilities, assert their agency and subsequently 

challenge structures and institutions that have limited them 

(Ebubedike, 2018). Thereby empowering them to compete for 

leadership positions because they are well-educated and qualified. 

Women empowerment is an integral part of the human rights approach 

and the prerequisite for attaining gender equality (Rafiey et al., 2018). 
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Therefore, the lack of women empowerment opportunities in Nigeria 

hinders the growth and development of women and girl-child, making 

it difficult to bridge the gap between gender and leadership. 

The statistics from The World Bank (2019) illustrate the progression of 

the Nigerian female labour force participation rate from 1990 to 2018. 

This goes to show that women are endeavouring to acquire the 

education and skills needed to enter the workforce; therefore, there is 

a need for organisational perception change that would allow more 

women access to skills training development programmes within the 

organisations similar to the training opportunities are given to their 

male counterpart to improve their leadership capabilities as workforce 

education and training will continuously play a significant role in 

providing women with relevant skills and knowledge to enable them to 

enhance their experience and capabilities (Ingwu and Okey, 2013).  

 

2.6.2 – Gender Pay Gap 

The increase in women's empowerment through education has 

broadened their chances of gaining employment and attaining 

leadership positions. The evolution of leadership has introduced a 

considerable increase of women as a valuable resource in 

organisations' performance and competitive advantage in national 

economic development (Lavy and Sand, 2016). The impact of their 

inclusion depends on their level of involvement in leadership and 

decision-making opportunities, which is determined by the 
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organisation’s management culture. A report by the Institute of 

Leadership Management (2011) highlighted the increased global 

competitive economy. It emphasised the need for organisations to 

ensure that the most talented employees are allowed to rise to the top. 

However, despite roughly equal numbers of men and women in the 

workplace, statistics indicate that far fewer women advance to senior 

managers.  

The gender pay gap is the most significant contributor to inequality 

(Martins, 2019). The report released by KPMG (2019) agrees that 

discrimination is a significant component of the gender pay gap, 

accounting for 39 per cent. Ending workplace discrimination and 

biases towards the procedures of hiring and payment decision will 

serve a key role in mitigating the gender pay gap. The women’s 

experience of the gender pay gap has continuously been addressed, 

with some solutions implemented to bridge the gap. Such as 

organisations increasing their pay transparency and reporting gender 

pay gaps.  

Recent research indicates that women are still paid less than their 

male counterparts in the workforce (Gupta, Mortal and Guo, 2018). 

Even in similar positions, the pay gap is a barrier to reproducing and 

maintaining gender inequality (Yanadori, Gould and Kulik, 2018). 

Recent estimates indicate that the global economic gender pay gap 

will take decades to close, exposing the discrimination women 

experience from their employers undervaluing their hard work, 

qualification and expertise (The Lancet, 2018). 
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The gender pay gap in Nigeria results from various discriminatory 

practices that indirectly influence the organisational culture that 

justifies the gender pay gap. Issues like male domination in high-

paying occupations promote gender-based discrimination, as men are 

directed into high-paying employment while women are steered into 

lower-paying employment (Tinuke, 2013). Followed by gender 

stereotypes, the common notion that men are better than women in 

specific tasks and women are more competent at carer-related tasks 

all seek to justify the gender pay gap. As of 2018, Nigeria was ranked 

133rd in the global index on gender pay and 79th in economic 

participation and opportunity, with a 0.661 gender pay disparity 

demonstrating the wage inequality of men and women within similar 

work (WEF, 2018).  

Furthermore, the constraints on women's promotion or training 

opportunities also come from the fact that women in the workforce still 

maintain greater domestic responsibilities than their partners to 

establish a balance between work and family (Beham et al., 2017). 

The effort to balance work-life can positively or negatively influence 

work, leading to a gender gap in women's economic participation (Boz, 

Martínez-Corts and Munduate, 2016) and how far they are willing to 

advance in their career ambitions. This results in most women in part-

time employment managing their domestic responsibilities, 

contributing to their household and fulfilling their career ambitions 

(Lyonette, 2015). Thereby serving as a barrier that creates a 

disadvantage for women in pursuing high-level demanding careers. 
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Another way that work-life balance is a barrier is when organisations 

discriminate against employees and deny them promotion 

opportunities because of their perceived responsibility and the effect it 

will have on their performance (Trzebiatowski and Triana, 2018). 

 

2.6.3 – Gender Stereotypes 

The discriminatory stereotypes toward women remain pervasive in the 

Nigerian labour market. The Gender Stereotype Table 2.2 below 

communicates the different stereotypes associated with both genders 

as identified through the literature review. Although there has been a 

more outstanding commitment from the government to promote 

gender equality, the stereotyping of women is rooted in the socio-

cultural norms of Nigeria, which has become entrenched in the policy 

and organisational infrastructure that is affecting employment and 

leadership opportunities for women (Adejugbe and Adejugbe, 2018).  

As men occupy most top leadership positions, women occupy the 

lower management levels in an organisational hierarchy. However, 

women possess the appropriate qualifications and experience for top 

leadership positions (Manning and Robertson, 2015). Women in the 

workforce face obstacles to their leadership aspirations known as the 

‘glass ceiling’ (Chisholm-Burns et al., 2017:312), which refers to an 

invisible barrier that blocks women from advancing further and 

reaching top leadership positions within their organisation. The 

invisible barrier affects women's pay and promotion as they 
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experience discrimination and inequality the higher the aim or rise in 

the workforce hierarchy (Newman, 2016).  

The promotion barriers and discrimination against women's 

advancement can also be experienced at the lower management level, 

known as the ‘sticky floor’ phenomenon. Women experience early 

career obstacles when compared less favourably to men in their 

career advancement conversations (Deschacht, De Pauw and Baert, 

2017). Thereby potentially ruining their future promotion opportunity to 

management positions because they lack the necessary development 

experience. These discriminatory promotion patterns provide few 

opportunities for women (Sobczak, 2018) regarding a lack of 

promotion and training, ensuring they remain at the bottom of the 

management hierarchy.  

Gender stereotypes are the basis of the ‘glace ceiling’ and ‘sticky floor’ 

phenomenon (Mullany, 2017:4). It is the perception and inscribing of 

gender roles and behaviour that influences everyday life and justifies 

gender inequality, which is based on inaccurate biological rationale. It 

is, therefore, difficult for women to lead in socially constructed realities 

without conforming to the male stereotype of leadership.  

However, the contemporary perspective on leadership provides an 

alternative view on leadership, where women can assume leadership 

characteristics within an organisational culture that best defines them 

without prejudice. The covert organisational culture of the glass 

ceiling, the sticky floor phenomenon, and the gender pay gap barriers 
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are partly enabled by stereotyping women as more communal and 

relationship orientated than men, which affects their eligibility for 

promotion or management training. It has questioned their leadership 

competence and capability because, as demonstrated, leadership in 

organisations is traditionally male-dominated and requires agency 

characteristics to lead. Therefore, women are perceived to be less 

suited for leadership positions (Mölders et al., 2018). 

Abalu (2017) highlights the lack of professional mentoring 

opportunities within organisations and industries in Nigeria that would 

help drive women's empowerment in the workforce. There is a need 

for women-to-women professional mentoring that would connect 

aspiring women to successful women who would motivate and inspire 

them to enter their chosen workforce by showing them the proper 

routes to attaining leadership positions and, most importantly, building 

a connection. Furthermore, it acknowledges that empowering women 

in the workforce and creating more opportunities for them to succeed 

requires both genders to change the cultural attitudes that hold women 

back, which has permeated into organisational cultures. This cultural 

attitude must be disrupted to communicate that women have an equal 

right to ambition, succeed, and be promoted into leadership positions. 

There is a need to identify prevailing managerial challenges women 

face and develop avenues for removing these impediments (Tinuke, 

2018). Organisational change and the participation of both men and 

women will transform the perception and prejudice around leadership 

stereotypes. Therefore alternative leadership theories will emerge and 
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be accepted as part of an organisation’s culture (Werhane and 

Painter-Morland, 2011). As long as the perception of an effective and 

successful leadership style is not seen as a one-size-fits-all, women 

stand a chance to foster their ambition, passion, and confidence and 

change their perception to break the ‘glass ceiling’. They would be able 

to increase their leadership representation and embody a diverse 

leadership style that expresses their uniqueness (Angelovska, 2019). 

 

Table 2.2 – Gender Stereotype 

 

Female Male 

Communal Competitiveness 

Nurturing Ambitious 

Collective Breadwinner 

Irrational Charismatic 

Child-

bearers 

Powerful 

Homemakers Dominate 

Passive Dictators 

Subservient Knowledgeable 
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Property Masculine 

Domestic 

chores 

Independent 

Weaker-sex Decisiveness  

 

Source: Author Derived 

 

From the literature review analysis of the national and organisational 

culture, the gender stereotype Table 2.2 shown above highlights 

expected gender norms and roles that have become barriers to 

women. Women are perceived as less effective in masculinised 

leadership roles (Northouse, 2016:403) and are often discounted as 

an available option. Women’s leadership potential is evaluated 

through the stereotypes that have ascribed an expected gender role, 

such as passive, subservient and irrational. Carli and Eagly (2001) 

analysed the prejudice against women leaders and potential leaders 

as having significant interference with their ability to gain authority and 

exercise influence. Furthermore, they explained that gender 

differences in leadership occur because individuals presume that men 

are more competent and legitimate as leaders than women when 

considering the stereotypes associated with men, such as 

decisiveness, knowledgeable and ambition.   
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These perceptions of gender differences in leadership capabilities and 

determining the attributes associated with either gender have provided 

a rationale for excluding women from leadership opportunities. The 

common leadership styles from both genders have concluded that 

women tend to adopt a more democratic or participatory style and a 

less autocratic or directional style promoted by men. Another point of 

view would be that women are less assertive and less inclined to 

promote and negotiate for themselves, unlike men (Dogaru-Tulică, 

2019), thereby elevating men as suitable leaders. For instance, Eagly 

and Johannesen-Schmidt (2001) explain that such ascribed attributes 

to men as powerful, dominant, independent, charismatic and 

ambitious place their leadership potential and capabilities above 

women, and leadership consideration will be favourable to them. The 

cultural beliefs suggested by Eagly and Heilman (2016) that see 

women as the weaker sex, homemakers and child-bearers have 

presented women as underqualified and less competent for 

leadership. Therefore, deconstructing leadership styles and their 

characteristics and role in hindering or advancing women’s leadership 

opportunities is vital to demonstrate the necessity of developing and 

adopting diverse and inclusive leadership styles that eliminate gender 

bias. 
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2.7 – Leadership Theories Analysis 

Leadership styles adopted within organisations are vital to 

implementing change, as it relies on the commitment of employees to 

implement policies and interventions that would build a diverse and 

inclusive organisation (Magsaysay and Hechanova, 2017). Therefore, 

understanding the different characteristics of leadership theories and 

their effect on employees and organisation performance will inform 

their effectiveness. This section analysis traditional and contemporary 

leadership styles and women’s effectiveness in embodying such 

leadership styles to bridge the gender gap in leadership. Furthermore, 

demonstrates evidence of barriers associated with particular 

leadership styles that discriminate against women. Therefore, gender 

norms and stereotypes discourage women from leadership aspirations 

or being considered suitable to lead (Carli and Eagly, 2018). 

Traditional leadership theories encompass leadership styles that 

centralise decision-making and promote formal hierarchies (Scott et 

al., 2018). Such leadership styles focus on the leaders, promoting the 

idea that leaders are born and, therefore, possess a genetic factor to 

be influential leaders by dictating the culture and norms and embracing 

top-down management (Mishra and Tripathy, 2016). On the other 

hand, contemporary leadership styles promote a bottom-up approach 

that acknowledges the importance of developing a diverse leadership 

theory to address societal changes (Sobratee and Bodhanya, 2018).  
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Trait Theories of Leadership  

Nigeria's cultural influence on leadership often affects how traditional 

leadership theories are expressed. Cultural beliefs influence 

leadership perception and characteristics, transcending management 

styles and practices (Bulley and Rasaq, 2017). Historically, the 

ideology of leadership characteristics has been synonymous with 

masculinity. The quest for a successful leadership style began with 

identifying the traits which make an effective leader, with the 

personality, influence, and charisma to inspire and influence 

employees to achieve organisational goals (Morgan, 2015). The trait 

theory is a historic leadership approach that identifies traits that could 

predict leaders to guarantee leadership success with specific 

characteristics, intelligence, and energy different from non-leaders 

(Daft and Lane, 2018:18). 

Trait theory distinguishes characteristics such as intelligence, values, 

confidence, charisma, and appearance as suitable requirements for 

leadership. This approach adopted the ‘Great Man’ theory of 

understanding leadership and differentiated leaders from non-leaders 

(Billsberry, 2009:26). The ‘Great Man’ theory, among the earliest 

leadership style developed, endorsed the concept that leaders 

possess the required trait to influence and lead and they were born 

and not made (Ghassabeh, 2018). This leadership concept specifies 

that a true leader is born into the right family and thus inherits unique 

characteristics to be a successful leader (Scully, 2015). It states that 

all leaders had to be ‘male’ and born into a noble and excellent family 
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heritage. The idea that leadership could be learned through 

experience or that women could lead was inconceivable at the time of 

the ‘Great Man’ theory (Jones, 2007:4). 

Despite opposing views of leadership characteristics during the 

evolution of leadership, evidence suggests that leadership scholars 

agreed that leaders tend to be more intelligent, extroverted and 

‘masculine’ than non-leaders (Billsberry, 2009:26). A historical claim 

that has preceded the evolution of leadership styles and has 

continuously influenced the bias that women do not possess the 

correct gender to be considered leaders and thus has led to the 

oppressive environment women face in the workforce and society 

(Badura et al., 2018). The masculine-associated concept of ‘The Great 

Man’ theory requirement for leadership has become problematic for 

women’s ability to be recognised for leadership and incorporated into 

organisational structures. Therefore, this characteristic has created an 

invisible barrier that women lack the necessary gender to be 

considered leadership assets (Wheat and Hill, 2016).  

Delving into the Nigerian context and adopting the trait theory, 

leadership within cultures and organisations accepts the ‘Great Man’ 

theory. It is vital in Nigeria that the leader is masculine and deeply 

connected with culture and religion. Leaders with such characteristics 

are seen as powerful and considered heroes and easily celebrated 

and recognised as effective motivators (Bulley and Rasaq, 2017). It is 

widely thought that leadership is reserved for those in the kingship 

families of noblemen. This conceived notion has been passed down 
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through generations and influenced decision-making processes on 

leadership candidates (Jones, 2007:4). This presents the view that 

women are less legitimate than their male counterparts to lead, which 

influences the lack of cooperation to improve structures and 

procedures to be inclusive of women (Antonakis and Day, 2018:259). 

According to Harrison (2018), this theory is fascinated with great men 

in history without adequate exploration of organisational leadership. 

An insightful addition is a perspective that during the inception of the 

Great Man theory, notable women involved in shaping history were 

overlooked.  

 

Autocratic, Democratic and Laissez-Faire Leadership Theories 

The leadership Spectrum depicts the degree of behavioural influence 

of autocratic, democratic and laissez-faire leadership styles from high, 

moderate and low, which underpins the philosophy of leadership as it 

will form the foundation for our adopted styles of leadership 

(Northouse, 2015). The authoritarian leadership style adopted in 

Nigeria lacks empathy and results in producing demotivated 

employees, is becoming an outdated management style in recent 

decades based on research conducted in Nigeria (Kalu and 

Okpokwasili, 2018). The quest for successful leadership led to the 

evolution of leadership styles and the development of autocratic, 

democratic, and laissez-faire approaches. The fundamental basis of 

autocratic leadership is based on the leader having full organisational 
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power and control in decision-making. Such leaders are associated 

with dictators within the organisation or team setting and dismiss 

followers' feedback and opinion (Harms et al., 2018). Depending on 

the circumstance, autocratic leaders can either positively or negatively 

impact employees and organisational performance.  

The impact of autocratic leaders stems from their characteristics of a 

dictatorship, poor communication, and interpersonal skills with 

employees, which can demoralise employees, and they could become 

resentful as they are not allowed to improve themselves or impact their 

department (Hight, Gajjar and Okumus, 2018). On the other hand, 

autocratic leaders bring clarity and peace of mind to employees’ 

expectations and are suited for emergencies as clear instructions are 

given to resolve problems quickly (De Hoogh, Greer and Den Hartog, 

2015).  

The behaviour of this leadership style of being in control is associated 

with masculine leaders (Faizan, Nair and Haque, 2018) because of the 

agentic characteristics, where dominance and control overtake 

relationships and community building. Male leaders who adopt these 

attributes are evaluated as more competent than female autocratic 

leaders because female leaders are expected to show communality, 

which is in line with what is expected from female leaders. When 

female leaders fail to follow the expectations, they face social 

penalties, discrimination and not being hired for or promoted to 

leadership positions (Hentschel et al., 2018). 
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The adoption of the autocratic leadership style in Nigeria demonstrates 

managers as having no consideration for their employees. They are 

known for giving commands and using harsh and abusive language to 

coerce compliance. They also use threats and intimidation of 

employees losing their jobs to ensure obedience and dependence on 

them (Akor, 2014). Such leaders in Nigeria are known to limit the 

performance and productivity of their employees and build an 

uncreative workforce that relies on their every direction to maintain 

autonomy (Kalu and Okpokwasili, 2018).  

There is a constant push in Nigeria demanding a change in leadership 

approach from power and domination focused to leaders who can lead 

a group of people to accomplish a common goal that benefits everyone 

involved (Ejimabo, 2013). The traditional style that imposes autocratic 

leadership as valuable and accepted by a culture that comes with 

power and control of the business and community has recorded a shift 

as Nigerians are gradually transforming the traditional power and 

control leadership style towards a more collective and democratic 

leadership approach (Iguisi, 2016). 

It has been identified that a democratic, collective and participating 

management style will be suitable in Nigeria to improve cooperation 

and work together in an organisation (Thomas and Sweetman, 2018). 

This leadership style allows for contributions from employees towards 

decision-making. Employee participation leads to high productivity, 

group enthusiasm and better communication (Zahra, Saleem and 

Naeem, 2016). The focus is on the employees as there is a better 
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interaction and feedback system between the leader and employees 

who seek to motivate, build teamwork and increase job performance 

and satisfaction (Fiaz et al., 2017). Adopting a democratic leadership 

style may affect the project timeline and prolong schedules as the 

collaborative decision-making process may prove time-consuming 

(Cunningham, Salomone and Wielgus, 2015). This can lead to the 

other spectrum of the leadership approach, where employees have all 

the decision-making power.  

The Laissez-faire leadership approach is when decision-making power 

is delegated to employees as the leader adopts a non-authoritarian 

approach towards their duties and provides no guidance for 

employees (Zareen, Razzaq and Mujtaba, 2015). Employees have 

total freedom over their duties and responsibilities as the leader adopts 

a passive management style that avoids any leadership duties 

(Chatterjee and Mohanty, 2017). This hands-off approach often leads 

to adverse outcomes as employees are frustrated with the lack of 

leadership direction and are not motivated enough (Zahra, Saleem 

and Naeem, 2016), especially when they do not have the necessary 

knowledge and experience to carry out their job descriptions (Zareen, 

Razzaq and Mujtaba, 2015).  

On the other hand, this passive leadership approach can be 

successful when employees are effective, skilled, and capable of 

completing tasks with their initiative. Such leadership style is hardly 

utilised in Nigeria as leaders still influence employees’ behaviour. A 

growing need for leadership inspires employees to aspire for the 
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common greater good in Nigeria (Olu-Abiodun and Abiodun, 2017). 

Such leadership technique is being adopted in the use of 

transformational leadership style in modern Nigerian organisations.  

 

Charismatic, Transactional and Transformational Theories of 

Leadership 

The evolution of leadership identifies the combination of biologically 

and culturally adaptive process that serves an organisation’s system 

by coordinating and directing efforts. The adaptive leadership process 

emerged when individuals became the focal point of influence and 

exhibited the capabilities to coordinate behaviour to solve challenges 

posed by dynamic physical and cultural environments (Spisak et al., 

2015). Individuals who facilitated coordination in response to 

challenges gained recognition, authority, and prestige as they became 

known as leaders in that field. This characteristic has the critical 

components of the charismatic leadership style, linked to the ability to 

acquire influence and gain consent among followers in pursuing 

corporate goals (Grabo and van Vugt, 2016).  

The ‘Founding Fathers’ of Nigeria, the likes of Dr Nnamdi Azikiwe, 

Chief Obafemi Awolowo, Sir Ahmadu Bello and Sir Abubakr Tafawa 

Balewa (Akinbode, 2022), truly embodied the essence of charismatic 

leadership, their focus and drive to build a better Nigeria that serves 

and protect its people attracted loyal followers. They modelled and 

celebrated traditional power and culture, which was embedded in their 
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leadership (Osaghae, 2010). This approach of providing solutions for 

the people leads to building loyalty and belief in the leader's hand as 

transcended recent leadership styles such as transformational 

leadership. 

Comparable to democratic leadership, which encourages participation 

from employees in the decision-making process, the transformational 

leadership style aims to inspire and transform employees to perform 

beyond expectations for the organisation (Abdulhafith, 2017). The 

relationship-based leadership style focuses on positively influencing 

employees and the organisation, as it is associated with high 

employee satisfaction, motivation, and performance (Spurgeon et al., 

2015). There is a focus on critical elements such as the organisation’s 

service and product quality, employee development, and job 

satisfaction, intending to increase employees’ organisational 

commitment. They deliver on employee satisfaction and showcase this 

leadership style's effectiveness (Niyi, 2016). 

The transactional leadership style is a reward-based leadership 

approach that uses a positive or negative reward system depending 

on employees’ performance (Ali et al., 2015). This leadership style 

sets standards and expectations for employees and rewards 

compliance (Kark, Van Dijk and Vashdi, 2018) to maintain the 

consistency of the operational process. This approach is unwilling to 

deviate from routine. Therefore employees are often left demotivated 

as there is no room to be creative and generate new ideas for 

innovating the operational process (Afsar et al., 2017). However, the 



 

83 
 

skills set of transactional leaders are ideal for the success of 

organisations as their sole concern is the need and wants of the 

organisation and to see to the successful completion of all company’s 

objectives. Employees motivated by the contingent reward system 

focus on their performance, leading to benefits (Martin, 2016). The 

‘Get the job done’ attitude is effective in emergencies when 

organisations need to improve performance urgently (Hill, 2017).  

The ‘Get the job done’ attitude is seen as a masculine trait that 

disqualifies women from being seen as suitable leaders in such an 

organisation. The attributes associated with this leadership serve as a 

barrier to women who can lead in such an organisation because of 

their gender and not their competence. The preconception of this 

leadership style that envisions ‘masculine’ as the suitable leadership 

needs to evolve so that women with the capabilities to deliver in a 

rewards-based organisation can be considered for the leadership 

position. The evolution of leadership should allow women to express 

their leadership qualities in any style that suits them.  

Management styles across sectors in Nigeria are skewed towards 

adopting a transformational leadership style that aims to intellectually 

stimulate, positively influence and motivate employees than a 

contingent-reward transactional leadership style which in some cases 

can be related to an autocratic leadership approach and can 

negatively impact quality management practices (Patrick et al., 2018). 

For example, in 2016, Lafarge, Nigeria’s leading building solutions 

provider, made provisions for flexible working hours for all its 
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employees to ensure that there is a work-life balance. In addition, they 

also provide external education grants to boost personal competence 

profiles that would allow employees to be eligible for promotions within 

the organisation (Lafarge, 2016). Secondly, Access Bank Plc 

recognises the importance of celebrating its employees by hosting 

awards and graduation ceremonies to celebrate outstanding staff 

contributions and trainees who have excelled and distinguished 

themselves (Access Bank Plc, 2018). These are examples of how 

modern organisations in Nigeria impact and influence their employees 

to build a supportive, motivated, and stimulated employment force 

which is not dependent on a reward transactional approach.  

The use of transformational leadership can build an inclusive 

organisational infrastructure and processes that celebrate gender 

competence, offer more opportunities for women’s leadership training, 

and recognises their contributions. Since transformational leadership 

is based on relationship building, listening and empathising with 

employees, it has been strongly associated with the appropriate 

leadership style for women (Alonso-Almeida, Perramon and Bagur-

Femenias, 2017). The attributes that prove this leadership approach 

suits a feminine leader are the social, nurturing and supporting 

characteristics integral to this leadership style (Sabharwal, Levine and 

D’Agostino, 2017). Therefore, it is crucial that for more women to have 

the opportunity to advance into leadership positions, organisational 

culture and infrastructure will need to adopt a transformational 
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approach. This will enable more women to be seen as suitable and 

reliable leaders who embody this leadership approach's essence. 

The evolution of leadership has introduced critical leadership studies 

which involve an in-depth understanding, critique and revealing of the 

negative consequences of traditional leadership styles by examining 

the power and dominance enabled by hierarchal social relations and 

the problematic effects they have on organisational performance and 

employees’ welfare (Bendell, Sutherland and Little, 2017). This 

postmodern approach aims to shed light on leadership theories by 

critiquing and challenging traditional leadership assumptions and 

seeks to develop alternative ways of practising leadership (Carroll, 

Ford and Taylor, 2015:240-241). This approach is motivated by the 

distorted management and leadership techniques that exclude gender 

and employee participation and interactional effect on the organisation 

(Bendell, Sutherland and Little, 2017). Reviewing leadership theories 

from a postmodern lens allows for new meanings and ideas to be 

developed on leadership. It identifies and challenges the 

discriminatory treatment of women in organisational leadership 

expectations and seeks to change the social and cultural attributes 

associated with leadership (Kameshwara and Shukla, 2017).  

Leadership has continued to evolve, and women are at the forefront of 

a contemporary perspective on leadership with a focus on employees, 

which encourages them to develop and willingly contribute to 

achieving the organisation’s mutually agreed goals (Vecchiotti, 2018). 

Contemporary leadership styles are essential to the success of 
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organisations in today’s competitive environment that aims to 

positively influence employees' job satisfaction and organisational 

commitment (Kerdngern and Thanitbenjasith, 2017). The changing 

leadership style from traditional styles, which have been routed in tribal 

Nigerian culture, is due to exposure to culture, education, and 

globalisation (Emuwa and Fields, 2017).  

This section has identified the characteristics and effects of traditional 

leadership styles and the need to critique the hierarchal dominant 

approach and usher in alternative theoretical styles that would allow 

for a feminist perspective on leadership that promotes gender equality, 

diversity, and empowering employees. As globalisation has altered 

organisational operations, they must realise the potential of diversity 

which sparks innovation and leads to better decision-making and 

organisational growth. Although subtle biases and hidden 

discrimination are still prevalent within many organisations and result 

in a lack of impact and positive change (Daft and Lane, 2018:327) 

The literature analysis has demonstrated the gender inequality within 

traditional leadership styles and its disadvantaging effect on women 

aspiring to leadership positions. This research challenges this analysis 

by presenting a contemporary perspective to critique leadership 

studies by revealing the negative connotations associated with 

hierarchal styles and the importance of adopting and developing new 

theoretical leadership styles that support women leaders. 
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Contemporary Perspective of Leadership 

The evolution of leadership theories has led to new theories, such as 

relational, similar to the Dyadic theories discussed below regarding the 

relationship between leaders and employees. Relational leadership 

goes beyond the traditional power and dominant theories to 

emphasise the importance of relationship and trust between leaders 

and employees, the inclusion and empowerment of employees, and 

the building of a relationship with integrity to achieve a common goal 

(Akram et al., 2016). The understanding that leadership is interrelation 

and for an organisation to be competitive in today’s environment, that 

management requires the co-production, synergy, mutual 

understanding and emotional bonding that comes with relational 

leadership to build a solid competitive team (Koskinen and Anna-

Maija, 2016).  

Leadership is in transformation globally and has seen the adoption of 

styles such as authentic leadership. This leadership style goes beyond 

being true to oneself and self-awareness of the leader’s capabilities, 

strengths, weaknesses, and beliefs to influence the development of 

employees (Braun and Nieberle, 2017). Through relational 

transparency built on trust, positive moral perspective guides decision-

making with honesty, fairness, accountability, and optimism (Jiang and 

Men, 2017). The transparency from such a leader involves personal 

disclosure by openly sharing information and expressing true feelings 

can lead to employees emulating and mirroring their leader’s 

behaviour, which has positive outcomes such as high performance, 
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work engagement, and creativity (Lyubovnikova et al., 2017). The 

emphasis on employee development within the contemporary 

leadership perspective welcomes leadership techniques that aim to 

serve employees and promote communality and relationship building.  

Servant leadership places employees’ needs and well-being at the 

core of its attributes. This approach puts employees first and is 

focused on building a relationship, empowering and helping 

employees achieve their full potential (Newman et al., 2017). The 

leader moves from the mindset of all-knowing to a selfless servant of 

the people by placing them first (Harrison, 2018:36). This leader must 

find the balance between having a humble attitude towards service 

and the characteristics that promote actions and efficiency. Therefore, 

allowing such a leader to understand each employee's specific 

capabilities and which area of the organisation will contribute to 

making the most positive impact (Sousa and van Dierendonck, 2017). 

Employees can thrive on personal development because this 

leadership creates a safe environment to express themselves, leading 

to positive job attitudes and increasing performance for the 

organisation's benefit(Lu, Zhang and Jia, 2018). 

Going a step further into building an organisation that caters to 

employees' personal development is situational leadership which is 

suitable for various personalities within an organisation and can deal 

with a wide range of employees, thus, creating a more innovative 

organisation (Luizzi, 2017). The perception that there is never a one-

size-fits-all approach to leadership makes situational leaders able to 
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adapt and react accordingly under challenging situations. They apply 

various leadership styles to the ability and willingness of employees in 

an attempt to influence them towards the desired goal (Chapman, 

2018).  

Employees can grow as leaders can alter their leadership styles to fit 

the strengths and competence of all employees, thereby improving 

their capabilities. The implication that a situational leader uses 

different types of leadership behaviour appropriate to and effective in 

a situation suggests that depending on the environment, male and/or 

female leadership styles may be appropriate and effective in some 

situations (Manning and Robertson, 2015). Therefore, the stereotype 

that masculine leadership trait is more effective leadership styles fails 

to apply to situational leadership characteristics.  

Similar to situational leadership, because of the theory that no one 

leadership style is optimal in all situations, the contingency theory of 

leadership pushes for developing an organisational management style 

suited for the organisational context. It supports that there is no one 

leadership approach to leading an organisation, but the suitable 

leadership style is contingent upon the organisational context 

(Williams, Ashill and Naumann, 2017). To achieve leadership and 

organisational effectiveness, it is crucial to combine and sync the value 

and culture of the company to reflect the external situation (McAdam, 

Miller and McSorley, 2019).  
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The successful leader within this context will have to integrate the 

dependent variable effectively, the employees and the situational 

variable depending on the organisation's industry. The relationship 

developed with employees, satisfaction, and performance is essential 

to this approach. Variables such as rules, policies, roles, expectations 

and the organisation’s values will affect the leader’s ability or inability 

to be effective (Yukl, 2013:169-170). In detail, there must be a balance 

between the task structure, position power, and leader-member 

relations. Therefore it is against the notion that one leadership style 

will always produce a successful outcome, as critical areas need to be 

considered (Roberts and Rowley, 2008:59). 

Skills leadership is connected to other leadership styles, which have 

been integrated into previous approaches and are yet to be considered 

a distinctive leadership style. But there is a need to understand the 

capabilities and skills that determines leadership success (Clark and 

Harrison, 2018). The skills approach to leadership focuses on the 

leader's skills and abilities for effective leadership which can be 

learned and developed (Megheirkouni, Amaugo and Jallo, 2018). 

Northouse (2021), citing Katz (1995), shared that the skills approach 

emphasises the capabilities, knowledge and skills needed for effective 

leadership. Thus, outlining three factors of the skills approach that 

leaders should learn and develop their knowledge and competencies 

to accomplish organisational set goals and objectives. Human, 

technical and conceptual skills are crucial to embodying the skills 

leadership approach. Human skills are essentially people skills and the 
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ability to work well with people. Technical skills refer to the leader's 

knowledge, understanding and proficiency in their specific role. At the 

same time, conceptual skills are a leader's ability to work with ideas 

and concepts. Leaders must be comfortable engaging with new ideas 

that would shape and transform their organisation. 

Similar to transformational leadership, in terms of influencing followers 

to achieve organisational objectives, entrepreneurial leadership styles 

have received little attention regarding their usefulness within 

organisational leadership approaches. Nevertheless, the growing 

acknowledgement of the leadership characteristics of this style in 

achieving strategic value creation has amplified the importance of 

recognising and exploiting the characteristics (Harrison, Burnard and 

Paul, 2018). There are similar characteristics between leaders and 

entrepreneurs, such as visionaries, problem-solvers, decision-makers, 

risk-takers and strategic initiators (Roomi and Harrison, 2011). This 

style's key focus is the leaders' ability to identify emerging 

opportunities to capitalise on effectively. The ability to discern and 

create new opportunities (Gupta, MacMillan and Surie, 2004). The 

activity of engaging in opportunity-focused activities and influencing 

their followers in similar behaviours for the possibility of introducing 

innovative goods and services (Renko et al., 2015). 

Finally, distributed leadership style is another alternative to traditional 

theories. This leadership approach builds a collective inter-dependent 

organisational environment that requires collaborative decision-

making roles and responsibilities (Hristov, Scott and Minocha, 2018). 
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It enables leadership positions to be spread across the organisation’s 

members, enabling employees to lead, hold some power, and enact 

self-management (Denee and Thornton, 2018). There is a shift from 

the traditional top-down hierarchal leadership approach to 

organisations recognising the actions and influence of their employees 

as an integral influence in the overall function of their organisation 

(Leemans, 2017). The immense benefit of this leadership style, 

especially for women, is the opportunity for women to serve in 

leadership roles at various levels (Zaghmout and Harrison, 2020). It 

aims to engage and empower employees at all levels of the 

organisation, producing a communal environment through the 

interactions of leaders, the synergy developed and the willingness to 

engage in mutual influence (Martin et al., 2015). 

The communal characterises of these leadership styles, which value 

empathy, empowering and developing employees, are behaviours 

designated for feminine leaders (Hogue, 2016) who are expected to 

be less agentic like authoritative leaders and more communal. A 

leader with the communal attribute is becoming essential in modern 

leadership styles as it develops more collaboration and empowerment 

for employees (Saint-Michel, 2018). Agentic agency and communality 

are qualities associated with leadership technique, but contemporary 

organisations leaders are expected to exhibit a communal attribute of 

empathy and taking care of employees. (Hentschel et al., 2018). This 

leads to improvement and development, which focuses on a high 
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commitment to improving employees’ intellect and emotional and 

social growth (Schechter, 2018). 

The evolution of leadership is geared towards an inclusive leadership 

and organisational structure, whereby the contribution from employees 

is valued and incorporated into the leadership style and the 

organisational culture. Dyadic leadership theories promote leader-

member exchange (LMX), which supports the interaction and 

relationship between a leader and follower over time. This leads to a 

role-making process of our compatibility, employees' competence and 

dependability that, over the years, solidify into a high degree of mutual 

dependence, loyalty, and support (Yukl, 2013:32 & 222). 

Both within and across groups, relationship development is becoming 

essential in studying and understanding leadership. The dyadic 

approach to leadership highlights the importance of the leader-follower 

relationship and explores the role and actions of the followers in 

contributing to the success of the leadership. The follower becomes 

an active participant in the dynamic between the LMX developed over 

time, which can lead to leadership effectiveness and quality outcome 

(Wallis, Yammarino and Feyerherm, 2011). This leader can develop 

different relationships with each employee, thereby building a unique 

and quality relationship that is personal to each individual rather than 

having a general leadership trait or behaviour. The usefulness of this 

leadership approach within a Nigerian organisation will see a 

turnaround from a generic traditional leadership style of hierarchal 

structure to a more fluent, two-way quality communication between 
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leaders and employees that will motivate employees based on their 

personal development and needs and promote voluntary and positive 

actions and reciprocating from the path of the employees towards the 

organisational goals (Bligh and Riggio, 2012:137). 

Overall, the contemporary approach to leadership is geared towards 

skills and competencies that are suitable and acceptable for women to 

embody. There is a need for a greater focus on skills theory, the 

leadership of which skills are not a pre-requisite to any gender. 

Leadership skills can be learned and developed, such as human and 

conceptual skills and leadership competencies, which encompass 

problem-solving, social judgement and knowledge skills (Harrison, 

2018:19). Passmore (2015:7-8) unveiled the benefits of leadership 

coaching, which should be made available to more women and will 

elevate their chances of attaining more leadership roles. Through 

training, leaders would be able to: 

• Transfer their knowledge from the classroom to the workplace, 
personalise the materials and make links from experience and 
theory to practice. 

• Enhance their skills by applying conceptual learning to new 
behavioural skills identified during the learning engagement  

• Develop greater self-awareness from training and also through 
reflecting on feedback or through discussions 

• Gain the potential to enhance the motivation of leaders 

• Demonstrate a positive contribution to leaders by helping them 
develop stronger personal confidence or self-regard 

• Influence leaders’ well-being through the positive effect of 
coaching on reducing stress and building resilience and hope.  

 

The evolution of leadership and the emergence of women occupying 

more leadership positions is crucial that women in the workforce are 
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given equal opportunity for leadership development training to mitigate 

women being underrepresented in organisational executive leadership 

roles. Women receive fewer leadership coaching opportunities than 

men. Therefore, organisations must adopt gender-neutral coaching 

strategies that support women in identifying and defining their 

leadership presence, a combination of their unique voice, style of 

engagement and positive leadership contribution (O’Neil, Hopkins and 

Bilimoria, 2015). Through training and allowing women to identify their 

leadership presence, the evolution of leadership will fully reach the 

next stage, where alternative leadership characteristics, including 

women, will emerge.  

Nicholson and Maniates (2016) explain that implementing gender-

neutral equality leadership coaching opportunities for women will allow 

a modern view and adaptation of leadership that is inclusive of women. 

The evolution of leadership will, therefore, be viewed from a post-

modern lens where the historical conception of masculinity at the core 

of leadership characteristics will be challenged and allow for the 

acceptance of leadership style implementation through various truths, 

a diverse perspective and give women the opportunity to determine 

their leadership presence.  

It justifies the necessity of the continuous evolution of leadership 

theories from a feminist postmodern lens where masculinity at the core 

of traditional leadership styles is challenged and allows for the diverse 

expression of leadership. The analysis of the contemporary 

perspective highlighted the critique of traditional leadership styles by 
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revealing the negative connotation associated with hierarchal 

leadership styles and the importance of adopting and developing new 

theoretical leadership styles that support women leaders.  

United Nations (2015b) emphasises that achieving gender equality 

through empowering women and young girls requires the deliberate 

effort of all organisations to develop and adopt policies and practices 

and implement inclusive initiatives to achieve women’s empowerment 

within the workforce. Organisations' deliberate efforts must be aligned 

in all corporate structures in a sustainable and strategic action plan 

supporting bridging the gender gap. There is a crucial need to identify 

prevailing organisational-specific barriers women encounter within 

their industries and inform though recommendations for the 

development of sustainable strategies for implementation that would 

mitigate those barriers and influence organisational change that 

promotes an inclusive and diverse infrastructure that supports 

empowering women in their pursuit for leadership. Institutional change 

is at the forefront of adopting and implementing inclusive and diverse 

policies that eliminate discriminatory barriers against women’s 

occupational mobility. 

 

2.8 – Research Sector Analysis 

This section looks at the research sector focus, firstly distinguishing 

the difference between informal and formal service sectors and their 

influence on global and Nigerian economic activities. Secondly, the 
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effort from government and non-governmental organisations to 

advance women’s representation in the workforce by demonstrating 

the growth of women’s labour force participation and their inclusion in 

crucial sectors. Furthermore, it will highlight the prevailing gender gap 

in leadership, which still requires concerted efforts to bridge the gender 

gap. Therefore, this research will generate knowledge by 

demonstrating common leadership barriers to women through the 

triangulation of prevailing barriers women face in Financial Institutions, 

Information, Communications, and Technology (ICT) and Higher 

Education. This would lead to informing the recommendations of policy 

development and implementation strategy guidelines that would build 

a more gender-inclusive organisational culture and system for 

women's advancement. 

 

2.8.1 – Informal Sector 

The informal sector refers to all economic activities by workers that are 

not covered by the formal arrangement. Employment, such as traders 

and home-based workers, has become an essential source of 

livelihood for the poor, unskilled and socially marginalised groups 

(Yakubu et al., 2014). This sector can be defined as a non-structural 

sector that emerges as a result of the inability of the modern sector to 

absorb labour and provide employment for the group excluded from 

the formal sector (Adenugba and Oderinde, 2015) 
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According to a report released by International Labour Organisation 

(ILO, 2018b), more than two billion people work informally. Ninety-

three per cent of informal employment is found in emerging and 

developing countries like Nigeria. Informal employment is a more 

significant source of employment for men than women, accounting for 

63 per cent and 58 per cent, respectively. Africa’s share of the informal 

sector is the highest in the world, as 43 per cent of African countries’ 

Gross Domestic Product (GDP) is derived from the informal sector 

compared to 42 per cent from Central and South American countries 

(Musa, 2015). 

This sector is a crucial source of employment for SSA, as statistics 

indicate that it accounts for 91 per cent of employment in Central 

Africa, 91.6 per cent for Eastern Africa and 92.4 per cent for Western 

Africa (ILO, 2018a). In Nigeria, this sector accounts for over 60 per 

cent of the economy. It is a significant sub-set for micro, small and 

medium enterprises that provide essential services in virtually all 

sectors of the country (Oladapo, 2015). The typically low-income one-

person business spans trading, information technology and 

commerce, agriculture, and mechanical and electrical work (Musa, 

2015).  

Of the two billion workers in informal employment worldwide, over 740 

million are women. Women are more exposed to informal employment 

in most low and lower-middle-income countries and are often found in 

the most vulnerable situations (ILO, 2018b). Vulnerable situations 

such as domestic workers, home-based workers or contributing to 
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family work than their male counterparts. Furthermore, ILO (2018) 

highlighted that education is a crucial factor affecting the high level of 

employment in the informal sector. There is a positive global 

correlation, which shows that when the level of education increases, 

the level of informality decreases. 

 

2.8.2 – Formal Service Sector 

Research on the effect of female employment predicts that if the global 

gender gap in labour market participation is closed by 25 per cent by 

2025, an additional $5.3 Trillion will be added to the global GDP 

(International Labour Organisation, 2019a). This evidence reaffirms 

the positive correlation between GDP growth and an increase in 

female employment. The female employment partiality in Africa is the 

highest globally and, therefore, is more sensitive to change, whereby 

a 1 per cent increase in employment can be associated with a GDP 

average growth of 0.21 per cent (International Labour Organisation, 

2019a). This data indicates a need for a directed and targeted policy 

development for female employment growth that fully embraces the 

potential of GDP growth associated with increased female 

employment. More evidence to support the impact of women's 

employment inclusion suggests that 

“Companies with higher levels of gender diversity are twice as 
likely to have their leaders work together to create new 
solutions and opportunities, 1.7x more likely to have strong 
leadership... 1.4x more likely to have sustained profitable 
growth” - (International Labour Organisation, 2019a) 
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Research conducted by Development Dimensions International 

(2018) reports that organisations still have much more to gain by 

engaging and leveraging women’s participation and perspective within 

their workforce. A gap still needs to be bridged as women comprise a 

minority within global leadership circles. Of over 2,400 global 

organisations, women inhabit less than one-third (29 per cent) of all 

leadership roles, with many women in the first level of management 

positions. This report was produced to support the current notion that 

gender disparity is more significant in leadership and that there is 

untapped resources woman would provide within their organisation. 

Companies that have an above-average level of gender disparity of at 

least 30 per cent outperform diversity laggards in critical leadership 

and business outcomes. Therefore, providing an opportunity that one 

way to bridge the gender gap in leadership is through an in-depth 

analysis of successful leadership policies and the possibility for mass 

adoption in other sectors and organisations to achieve similar success.   

The interest in the Nigerian formal service sector is because it 

accounts for 54.6 per cent of Nigeria’s GDP contribution (National, 

2019) and is regarded as the potential sector to drive employment by 

enhancing productivity by investing in human capital development 

(PwC, 2018b). The formal service sector within an economy 

encompasses all jobs with normal working hours and regular wages, 

with evidence of company registration and income taxes paid (Odittah, 

2016).   
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In Nigeria, women account for 49 per cent of the total population, and 

50.55 per cent of the total population of women are active participants 

in the labour force compared to 59.79 per cent of their male 

counterparts. These figures consider the labour force participation of 

15 years and over who are economically active of all people involved 

in the supplied labour for producing goods and services. Women's 

participation in the labour force is generally lower than men's. The 

statistics will reflect the demographic, social norms and cultural trends 

of Nigeria because the society analysed will determine women’s 

labour activities and participation, like good-paying occupation for 

women remains unequal in many occupations and countries around 

the world (World Bank, 2019).  

Statistics from the Work Bank (2019) indicate that since the 1990s, 

women 15 years and over labour force participation had maintained a 

steady 47 per cent till 2005 when a positive shift was noted that 

showed a gradual yearly increase to result in the current 50.55 per 

cent in 2018. Despite the barriers to women entering the workforce 

and attaining leadership positions, women have maintained a 

consistent participation rate, and in recent times there has been an 

increase. 

Of the 50.55 per cent of the total population of women’s labour force 

participation, 61.6 per cent work in the service sector which includes 

financial institutions and insurance, real estate, wholesale and retail 

trade, business services, community, social and personal services, 

transport, restaurants, and hotels (World Bank, 2019). The interest to 
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focus on the leadership gender barriers within the Nigerian service 

sector is because research trends indicate that this sector will be at 

the foundation of sustainable economic development and have the 

capability to contribute immensely to employment and the GDP of 

Nigeria (PwC, 2018b). Furthermore, according to International Labour 

Organisation (2019b), the service sector labour market is considered 

central to attaining the SGDs and promoting human-centred 

development, as paid income is the primary source of income for the 

majority of households across the world.  

The increase in women's labour force participation has been 

connected to more women gaining education and skills qualifications 

that have enriched their human capital offerings. This positive increase 

has challenged the lack of more women in decision-making positions 

within their organisations. Although there is an increase in women’s 

labour force participation, as earlier demonstrated, most women are 

employed within the lower and middle management levels.  

Traditionally women were considered homemakers solely, trusted with 

coordinating the affairs and activities of their home. The implication of 

this perception affected the incorporation of women into decision-

making positions within the labour force. Tradition, customs and 

sociocultural values are at the root of the gender bias toward women 

from benefiting from the opportunities that come with education (Aja-

Okorie, 2013). Gender role stereotypes and poor educational 

opportunities resulted in most women in Nigeria working in lower and 

middle management or less-paying employment.  
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Education allows women access to secure better-paying employment 

and improves their chances of being promoted to leadership positions 

(Akubuilo and Omeje, 2012). Women and girl-child education are one 

of the primary reasons for the growth of women's labour force 

participation, as women are willing and capable of fully participating in 

the labour force and are considered as a human capital asset, which 

is at the centre of women empowerment and socio-economic 

improvement (Anugwom, 2009). Research has documented the 

positive correlation between educated women and increased 

contribution to national economic growth through their ability to secure 

stable employment (Dunn, 2018) or develop new innovative business 

ideas. Overall, their skills and capabilities are enhanced through 

education and training.  

However, despite women’s enhanced skills and capabilities through 

education, research conducted by International Labour Organisation 

(2019a) for the Women in the Business report reveals that 80.3 per 

cent of men are in management positions compared to 19.7 per cent 

of women in Africa. Therefore, there is a need to identify the barriers 

hindering women from actively participating in top leadership positions 

that would mitigate the gender management gap. As research proves 

that diverse leadership incorporating female employment in 

management positions is positively associated with growth, given 

“that women surpasses men in educational levels in many 
countries; they represent a formidable talent pool and an 
underutilized resource in an era of skills shortages. Investing 
more in recruiting and advancing women can be justified 
through a cost-benefit analysis. When it comes to establishing 
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systems to recruit and advance the best person for the job 
without the influence of gender bias, the benefit outweighs the 
cost” - (International Labour Organisation, 2019a) 

 

The Equal Measure 2030 (2018) reports that SSA countries with an 

average of 51.1 indexes are the lowest ranking region and, based on 

the index scoring system, indicate abysmal performance in fully 

achieving the gender equality promise envisioned in the 2030 plan. 

Compared to all other 129 countries (covering 95 per cent of the 

world's girls and women) included in the index, no country has 

achieved an excellent overall score of 90 or above, although Denmark 

was close with an 89.3 index score. This indicates that in the race to 

deliver on the 2030 schedule, each region will have to actively adapt 

and develop new policies with actionable implementation strategies to 

ensure total gender inclusion by 2030.   

Research and initiatives targeted at gender equality improvement 

need to focus on prioritising findings and support for the girls and 

women movement, with initiatives that resonate across sectors and at 

every level, from political leadership to women in leadership in 

organisations to girl-and-women movements in the smallest villages, 

it needs continuous advancement to strengthen and amplified (Equal 

Measures 2030, 2018).  

This research focuses on women in the Nigerian service sector 

because it represents a key sector for women's employment and 

participation in the labour force, with 61.1 per cent. There is a potential 

for the service sector, which accounts for 56.6 per cent of Nigeria’s 



 

105 
 

GDP, to grow if women are integrated into decision-making positions 

as they represent an unutilised talent pool. This sector will maximise 

its productivity by eliminating the root causes of gender bias in its 

infrastructures that hinder women's inclusion and actively seeking 

diverse initiatives and policies that encourage women’s contribution. 

The analysis of the barriers successful women leaders face compared 

to the barriers middle-management and lower-entry employees face 

within their sectors will highlight the common prevailing barriers that 

still hinder a large percentage of women from advancing into 

leadership positions. This will provide an opportunity to adapt, develop 

and implement a mass adoption across other sectors, providing more 

opportunities for women leaders within their organisations. In addition, 

this research has the potential to reveal new and sector-specific 

barriers women are currently facing.  

This contribution to the study will demonstrate the need to tackle these 

barriers that would eliminate the oppressive structures. Furthermore, 

understanding the policies that enabled the success of women leaders 

within these sectors will avail the opportunity to present strong 

recommendations for developing sustainable strategies that would 

open more doors for middle-level management and entry-level women 

to feel empowered and included to aspire for top leadership positions 

within their organisations.  
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2.8.3 – Financial Institutions 

Nigerian financial institutions and insurance contributed 3.21 per cent 

to Nigeria’s GDP in Q1 2019 (National, 2019). All financial institutions 

are under the regulation of CBN. In 2008, they highlighted the 

importance of financial inclusion across all finance companies as a 

relevant strategy for poverty reduction, employment generation, 

wealth creation and improving welfare and general living standards 

(CBN, 2015). This initiative which commenced in 2008, aims to reduce 

the financial exclusion rate to 20 per cent by 2020.  Launched in 2017 

to achieve the financial inclusion target of 2020, the CBN granted 

Cellulant (2019) a license to operate as a neighbourhood payment 

solutions service provider. The launch of TINGG in rural areas across 

Nigeria offers financial services such as deposits, withdrawals, 

transferring payments and checking of balances. This service does not 

require a bank account detail but instead introduces mobile technology 

wallets to bridge the gap in access to financial services.  

 

Evidence revealed that more women are excluded than men, with 73 

per cent of women holding no accounts. The majority of exclusion is 

from the Northern part of Nigeria, which is double the rate of the 

Southern parts. It has become essential to incorporate technology 

solutions in Nigeria. For most women, branchless banking and mobile 

financial services would give them access to basic deposits, savings 

and, most importantly, loans for women entrepreneurs (Njideka, 

2018). 
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Research conducted by International Monetary Fund (IMF) (Sahay 

and Cihak, 2018) further addresses the financial inclusion gap 

concerning women. It highlights the need for greater access to and 

use of financial services by women as an integral part of inclusive 

growth strategies and the need to be integrated into financial policies. 

Empowering women through access to finance has the benefit of 

improving their families, and welfare, creating investment and 

managing economic risks. Incorporating the participation of women 

into financial policies has the potential for financial growth for the 

nation, reducing income inequality and benefiting the next generation 

through improved health care and education for children.     

Commercial banks in Nigeria are beginning to recognise that they can 

also play a vital role in closing the gender gap in leadership to further 

bridge the financial inclusion gap. They are willing to adopt a holistic 

approach to impact women through financial services. This can be 

achieved through understanding the current issues, needs, and 

behaviours and using the information gathered to transform systems 

that will address the issues and create programs and policies that 

incorporate more women into the financial system (Ruf, 2015). 

In achieving leadership inclusion within the banking workforce, CBN 

launched the Nigerian Sustainable Banking Principles (NSBP) in July 

2012, which included nine policies covering environmental and social 

performance issues. Principle policy number 4 is designed to promote 

women’s economic empowerment through achieving a gender-

inclusive workplace culture that creates opportunities for women's 
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leadership and contribution at all levels. These principle policies were 

accepted by the Bankers Committee of Nigeria, as each bank pledged 

to commit to promoting an inclusive workplace culture and adopt 

initiatives that support leadership development and contribution of 

their female employees at all levels of the organisation (CBN, 2012).  

The target was to achieve a minimum of 40 per cent female 

representation in management and 30 per cent on the board of 

directors by 2014. However, as of 2018, women only occupy 23.3 per 

cent of board seats in 22 banks in Nigeria. CBN has further increased 

the timeline for the target till 2020, whereby across the commercial 

banks, a minimum of 40 per cent of top management positions and 30 

per cent of board positions must be occupied by women (Ogwu, 2018).  

To continuously improve gender inclusion and women’s participation 

in the banking workplace, it is necessary to understand the 

organisational structure and culture within the banking sector in 

Nigeria and how they influence the participation of women. Analysis 

indicates that culture is highly gendered because the historical factors 

entrenched in occupational segregation have resulted in more women 

congregating along with naturalised job functions such as secretaries 

and administrative roles. Most women are concentrated in supervisory 

positions or Human Resources and company secretaries. The 

organisational structure within the banking system is highly traditional, 

highly bureaucratic and centralised (Onodugo, Ogosi and Ibe, 2013). 

The hierarchal structure ensures that control is maintained and that 

employees know their defined roles and procedures. Employees' 
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shared beliefs and values will enable control over work behaviour 

(Dugdale and Lyne, 2010: 76 & 84). 

An analysis of the culture within the banking sector in Nigeria by Eleje 

and Wale-oshinowo (2017) revealed that women are predominantly 

employed in sales and customer care roles, which is seen as 

discriminatory and exploitative of women’s physicality as a means to 

procure profits for their banks. This denotes a culture of women's 

subordination as they are expected to serve and appeal to men for 

investments in their banks. The Nigerian organisational culture is 

intimately linked with their society's culture, aspirations, and 

values(Omoregie and Popoola, 2018). In the banking industry, 

corporate objectives, strategies, and cultural values intended to shape 

employees' attitudes, and work behaviour is communicated through 

orientation programs and induction courses. The bank’s cultural 

values continuously influence employees' behaviour and mindset 

through formal and informal knowledge transfer within workgroups and 

teams, which has been communicated from the top-down (Atiku, 

Fields and Abe, 2017). 

The organisation’s founders have determined the cultural values within 

Nigerian banks and, over time, permeate through the infrastructure 

and become the norm of their operations. The dictating of those values 

can explain members' appropriate and inappropriate work behaviours 

and their inability to challenge the norms as they have become 

comfortable with the structure. The organisation remains satisfied as 

long as its culture leads to high performance (Chukwu, Aguwamba and 
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Kanu, 2017). However, the progress has led to the adoption of 

organisational change by new CEOs to reflect on their community and 

respond to their environment.  

Despite the traditional, hierarchal culture within the banking sector, a 

gradual change has seen more women occupy executive 

management positions in major banks. Although the progress is few 

and far between, it still indicates a positive organisational change led 

by CEOs influencing a top-down management change (Eleje and 

Wale-oshinowo, 2017). The great stride of women being promoted into 

executive management positions in major banks in Nigeria, albeit 

gradual progress, has highlighted the need to analyse the structures 

and policies that led to their promotions and the barriers they 

overcame to be successful women leaders.  

A report released by Financial Nigeria (2018) commemorated the 

banking industry’s drive and efforts for gender equality and women's 

economic empowerment. Still, it emphasised that there must be 

continuous innovative strategies to achieve the goal of gender equality 

in this sector. The key suggestion to drive gender inclusion in the 

leadership of Nigerian banks is to identify and address the socio-

cultural barriers responsible for inequality.  

Despite the difficulties in reaching the proposed target, there has been 

significant positive growth in women’s participation in the banking 

sector compared to the last decade. Women are gradually still 

reshaping their narrative in the financial sector. In correlation to 
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technological advancement, women are occupying leading roles with 

Financial Technology companies (FinTech) as an avenue to 

encourage and support women’s access to banking and financial 

services. A report released by Deloitte (2019) showcased Nigerian 

women leaders in FinTech companies, highlighting their unionism in 

advocating for women's inclusion, building self-confidence, and being 

encouraged to persevere in a male-dominated industry. They are 

using their platforms to call for effort-driven deliberate attempts from 

top hierarchy leaders to develop inclusive policies but, most 

importantly, implement and track the process. The need to promote 

women's education and gender equality within families and the 

importance of visibility of women leaders in banks as role models to 

advocate, train and provide opportunities for more women. 

 

2.8.4 – Information and Communications Technology (ICT): 

The information and communication sector comprises 

telecommunications and information services, publishing, motion 

picture, sound recording, music production, and broadcasting. This 

industry contributed 13.33 per cent to Nigeria’s GDP in Q1 2019 

(National, 2019). Women in ICT is a growing industry in Nigeria - 

Women graduates represent 22 per cent of the total number of 

graduates yearly in Nigeria Universities (W.TEC, 2018). 47.6 per cent 

of women in Africa graduated from tertiary education in 2018, of which 

33 per cent graduated from STEM-related courses. This is a growth to 
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the talent pool and is of benefit to enterprise, as women surpass men 

in education graduation and catch up to STEM graduates resulting in 

a significant expansion of the talent pool (International Labour 

Organisation, 2019a). 

 

The technology sector is still male-dominated, as statistics indicate 

that women’s participation in ICT is less than 24 per cent (NITDA, 

2018). However, many women are developing their competence and 

capabilities to participate effectively in this sector. Women have 

unequal access to economic opportunities compared to their male 

counterparts, and technology has the potential to bridge the gap. 

Organisations like the National Technology Development Agency 

(NITDA, 2018) have identified this potential and have committed to 

training women in ICT in a sustainable economic growth programme 

targeted at women. The training aims to boost digital literacy, create 

digital jobs, bridge the digital divide, promote digital inclusion and use 

technology to address the gender imbalance in economic opportunity.  

Researchers agree that ICT has a direct relationship with women’s 

empowerment and ultimately contributes to it via the provision of ICT 

tools. Although providing these tools and access solely does not fully 

provide an advantage for women to benefit from these opportunities, 

combining policies that mitigate the barriers that still hinder women will 

allow them to take full advantage (Abubakar and Dasuki, 2018). 

Furthermore, Opusunju, Oluwatobi and James (2018) highlighted the 

positive turn as more women are enrolling on tech and innovative 
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courses, and future trends indicate that women will make up more than 

half of enrolment in computer courses in universities in the next 

decade.  

 

2.8.5 – Higher Education: 

The education service sector contributed 2.11 per cent to Nigeria’s 

GDP in Q1 2019 (National, 2019). Statistics released by Nigeria’s 

National Bureau of Statistics (2019) on Women and Men in Nigeria 

show that the percentage of women’s service sector participation of 

61.6 per cent, women academic staff make up 24.1 per cent and non-

academic staff represent 36.3 per cent. Thereby indicating many 

women participating in the Education sector, although most are in the 

lower and middle management levels. 

Women are outnumbered in research and publication; Deans, 

Professors, and Vice-Chancellors are rare. Women are mainly 

represented in the lower and middle levels of academic positions, and 

their participation decrease with successive levels. The Nigerian 

University system is perceived as traditionally elitist and patriarchal in 

its workplace culture, structure and values (Ogbogu, 2011). 

Discrimination against women in academia exists and is one of the 

issues that plague the underrepresentation of women in academia - 

despite women having the right skills, education and experience to be 

competent (Olaogun, Adebayo and Oluyemo, 2015).  The Higher 

Education sector is highly influenced by the existing gender categories 
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and societal stereotypes and has reflected the power division between 

men and women in academia (Aina, 2013). 

Tinuk's (2018) research unveils the minute representation of women 

in top management positions, not only in male-dominated industries 

like the military and construction but also in women-dominated 

occupations like Higher Education and Nursing, where most of the 

staff are women. The top management is male-dominated. Therefore, 

demonstrates the need for a shift to more holistic gender-responsive 

strategies that enable women to access Higher Education Institutions 

(HEIs) and the challenges affecting women's engagement and 

performance within these institutions. Especially addressing the 

challenges of women's under-representation in Science, Technology, 

Engineering, and Mathematics (STEM) and the unconducive 

environment with HEIs that perpetuate gender inequality and 

marginalisation of women in leadership roles in HEIs (Modungwa, 

2015). 

There is an unequal representation, and a lack of trust in government 

policies that should promote support for women's leadership remains 

an administrative challenge. Such as the lack of implementation of 

female-friendly policies as existing policies are geared toward male-

centric. Women's academic administrative hurdles are a key barrier 

because gender-inclusive policies have not taken root within the 

university infrastructure. This demonstrated institution heads' lack of 

political will to effectively address the gender disparity (Hassan, 

Baharom and Mutalib, 2016). 
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2.9 – Analysis of Other Key Sectors  

The analysis of other key sectors will contextualise the wider gender 

inequality in the workforce in Nigeria beyond the chosen three sectors 

of this research to give an in-depth analysis of the place of women in 

organisations and society and the need for gender-inclusive change. 

Though highlighting government and non-governmental agencies' 

efforts through policies and initiatives to bridge the gender gap will 

further emphasise the need for more research on the prevailing 

barriers to women in the Nigerian service sector.  

 

STEM 

There is a positive correlation between the output from STEM 

industries and a country's economic growth and development in SSA. 

However, due to the barriers women face in all spheres, it is difficult 

for more women to pursue qualifications and employment in this field, 

as the ratio of male to female graduates is more than two for all SSA 

countries (Elu and Price, 2017). UN Women (2019a) emphasises the 

importance of investing in teacher training and gender-responsive 

technology that can improve the participation and interests of girls in 

STEM subjects. This results in women being less than 30 per cent in 

STEM-related fields. Progress can be made to bridge the gap 

significantly by 2030 through innovative teaching techniques, 



 

116 
 

promoting an inclusive learning environment and, most importantly, 

improving recruitment, retention, and promotion policies.  

Women in STEM-related fields have a vital role to play in transforming 

SSA development. However, they are still highly under-represented, 

accounting for 30 per cent of research positions across SSA counties 

and 23.3 per cent in Nigeria. However, women only concentrate on 

lower management responsibilities, so their decision-making and 

leadership positions are limited (Tiedeu, Para-Mallam and Nyambi, 

2019). There is a growing need for structural change that demands the 

inclusion of women's perceptions in STEM-related innovation.  

Nigeria regards STEM subjects and careers as a difficult industry and 

serves as a distraction from women’s main role in society as 

caregivers. Therefore, for decades, most girls in schools have been 

encouraged to take easier and more adaptable courses for being a 

wife and a mother (Adeboyejo, 2018). This has greatly influenced the 

number of women who gain the necessary qualification to become 

experts in this male-dominated field. 

There are various factors affecting women breaking the barriers, which 

can be grouped as 1) the social construction of what society considers 

as appropriate work for women and, therefore, there is a social gender 

identity women are expected to conform to, 2) young girls are 

educated early in life on their acceptable direction and roles 3) there 

is a strong perception of the gender required in regards to STEM 

compared to other fields 4) the lack of opportunities and resource 
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available to women compared to men in both education and 

employment (Ojokoh et al., 2015).  

However, recently, organisations and NGOs geared toward 

encouraging and empowering women to participate in STEM, such as 

High-TechWomen and CODEIT, are empowering young girls and 

women through technology for research, entrepreneurial development 

and how to generate wealth (Adeboyejo, 2018). Nigeria must improve 

the number of women participating in STEM as there is a growing need 

for science and technology expertise, and they will be able to be 

competitive in the global economy from the maximum productivity that 

would come with the inclusion of women. As Ndlendle (2018) 

emphasised, the gap in SSA is based on a new  

“analysis conducted in collaboration with LinkedIn points to a 
glaring gender gap that is developing among AI professionals, 
where women represent only 22 per cent of all AI workforce. 
This gap is three times larger than in other industry’s talent 
pools.”  

 

Politics 

Politics in any society serves as an avenue to engage in public affairs 

with the priority to improve public life, and positively influence 

government policies through engaging in political participation in party 

activities, electoral campaigns and serving in public office (Gottlieb, 

2016). However, women are still under-represented in positions where 

they can influence change vital to their gender and foster an 

atmosphere of inclusion in their community. The under-representation 

of women in politics and decision-making platforms undermines the 
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fundamental concept of a democratic form of governance which 

indicates that participation and representation in all aspects and levels 

of public service are equal and available to both men and women 

(Ekpenyong, Egwu Ibiam and Obiahu Agha, 2015).  

Since the inception of Nigeria’s democratic journey in 1999, no 

implementation structure has ensured fair and equal female 

representation and opportunity for women to gain access to positions 

of authority and influence policies. In 2017 most SSA countries 

introduced legislation to enforce the reservation of seats for female 

politicians in parliament in a bid to ensure increased representation of 

women in all decision-making levels at national, regional and 

international levels (Guariso, Ingelaere and Verpoorten, 2018). In a 

highly patriarchal continent like Africa, there has been resistance to 

changing the social structure that reproduces women as subordinates. 

Over the years, more women have been elected to the National 

Assembly despite the disadvantage, based on their strength and 

political prowess (Iloh, Nwokedi and Ekeocha, 2018).  

One of the major barriers women face in politics is the influence of 

religion. In SSA countries, religion has a long-standing tradition and 

influence in politics and policy decisions. Predominately Christian and 

Muslim with high participation and connection in political aspirants and 

offices of power, there is a notion that religion and politics are 

entangled (Alava and Ssentongo, 2016), which are examples of the 

few representations of women in Nigerian politics. There are a high 

number and desire for women to participate. However, interference 
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from religion means that female politicians have to face cultural and 

religious barriers to make it (Eniola, 2018).  

Despite the growth in women's participation in the electoral process 

and an increased interest in various offices to date, women's political 

participation remains at 6 per cent in actual elective, and appointive 

positions, which have led to the desire from the government and non-

government organisation to increase women appointed positions and 

inclusion to 30 per cent (Orji, Orji and Agbanyim, 2018). Organisations 

such as the UN Women (2019b) are committed to training women 

candidates to boost women’s low representation in parliament. In 2018 

out of the 50 women UN Women trained, three of them ultimately won 

their parties’ nomination as candidates for the 2019 elections.  

There has been an increase in women’s interest in participating and 

campaigning for political offices; however, it has not been reflected in 

the elected political positions. Therefore, significant effort and 

implementation are still required to bridge the gap to enable more 

women to occupy executive political positions and contribute to 

Nigeria’s decision-making process (Wole-Abu, 2018). 

 

Entertainment and Media 

The entertainment industry in SSA countries has been breaking 

boundaries that are taking the continent a step closer to establishing 

a permanent presence in the global marketplace. The greatest 

obstacle facing this industry is the capability of exporting the 
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production and reaching a wider global audience. However, recent 

development in terms of increased partnership and collaboration has 

seen companies like TRACE, Netflix and Sony Music Entertainment 

Africa creating access and sharing SSA content with the rest of the 

world (Mitchell and Smirke, 2018).  

The film industry is one of Nigeria’s biggest entertainment production 

and exports, called Nollywood, coined from the largest film industry in 

the United States, Hollywood. Nollywood has the highest following and 

operation in Africa, gaining popularity in the 1990s. The Nigerian 

entertainment industry provides millions of jobs to society. The 

growing media consumption trends and the use of smartphones and 

the internet have greatly influenced success. The boom in digital sales, 

downloads, and online streaming platforms has made it possible to 

facilitate distribution and access for musicians and filmmakers 

(Augoye, 2018).  

In recent years the film industry has contributed 5 per cent to Nigeria’s 

GDP and influenced the employment market immensely. The music 

industry has elevated Nigeria on the global stage through the 

collaboration and exports of Afrobeat music, and Nigerians have won 

international awards and recognition (Lambiase, 2018). The potential 

for continuous growth in the entertainment industry has become 

relevant to the Nigerian economy.  

The recognition and export of Nigerian entertainment to an 

international audience have been vital to the current growth. Netflix, 
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an American video streaming platform, recently acquired ‘Lion Heart’, 

the first original Nollywood film Directed by a woman named 

Genevieve Nnaji. This has solidified the continuous growth and 

increase in the streaming of more Nollywood entertainment to an 

international audience, which has led to international awards, features, 

and recognition (Kehinde, 2018).  

PwC (2018a) report indicates that the combined revenue from South 

Africa, Nigeria, Ghana, Kenya, and Tanzania will contribute $12.4 

billion from 2017 to 2022 to entertainment and media production and 

export. Demonstrating this industry's potential and capabilities to 

compete and create content attractive to the international market. 

Forbes Women Africa (2017) also highlighted the growth the 

entertainment industry in Africa is experiencing, an opportunity for 

women to make their mark as writers, directors, and producers 

because of the global desire for quality talents, vision, and abilities, 

irrespective of gender.  

Despite the growing interest in African entertainment content from an 

international audience and the positive revenue forecast that this 

industry is set to gain, women still face a disadvantage due to a lack 

of infrastructure that hinders their contributions and talents. The ripple 

effect from the #METOO movement of 2017 initiated conversations 

globally on the barriers and harassment African women also 

experience in this industry (Vourlias, 2019). Although with little 

traction, it further called for the government to create structures 

inclusive of women.  
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The music industry in Nigeria has been defined by female musicians 

as not tolerable to feminists. This is because the industry is a male-

dominated space that celebrates hyper-masculine behaviour as art 

and objectifies women as commodities for male sport. For female 

artists to maintain their decent profit from this industry, they would 

rather not be associated with being called feminists, as their efforts 

and voices will have to pass through a male perspective for validation 

(Akan, 2018). This has enabled the under-representation of women in 

this field, as men mainly run the industry from the position of access 

into the industry to the position of decision-making. Statistics indicate 

ten successful male artists for every successful female artist. Women 

are judged not for their talent or music content but by their gender and 

from the perspective of a conservative society like Nigeria (Ige and 

Wahub, 2017).  

 

Technology, Media, and Telecommunications 

The advancement of telecommunications (telecoms) in the last two 

decades has been effective in promoting global economic prosperity 

because of the key factor of improving the efficiency of organisations, 

contributing to national economies in terms of the virtual creation of 

products and services and innovating existing services (Možný, 2017). 

SSA countries have recently joined the trend of maximising the 

benefits from the various opportunities available in the telecoms 

sector. Governments across these countries have become aware of 
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the role mobile economies can play in driving growth and supporting 

wider development goals through the rapid expansion of mobile 

banking, facilitating financial inclusion. The growing interest in data-

driven services will, therefore, hasten infrastructural upgrades 

enabling 4G internet and, eventually, 5G (Oxford Analytica, 2018). 

Although lagging behind the global adoption of telecoms opportunities, 

Africa will provide the next billion internet users. Over the last year, 

internet users increased by 20 per cent due to improved coverage and 

speed of mobile services (Hoffman, 2018).  

SSA countries have experienced above-average global media growth 

because of the large youth population's demand for mobile internet 

access and the availability of streaming services. The shift from 

traditional media to the demand for digital media provides an 

opportunity for SSA countries to adopt the global trends and benefit 

from the revenue as across the continent, there is an increased use of 

applications such as WhatsApp, Viber, and WeChat as the primary 

messaging and communications platforms and as a news and 

entertainment source. In addition, Facebook and Twitter have become 

news outlets, offering traditional media an additional platform to 

engage the growing youth population (Jordaan, 2018).  

Nigeria boasts of one of the largest telecom markets in Africa, with a 

few firms dominating the market share. MTN, a South African-based 

multinational company, is the leading company with a 37 per cent 

market share. Airtel, an Indian-based multinational company, Glo, a 

Nigerian company, and Etisalat recently relaunched as 9mobile, all 
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major competitors in this industry. This sector has immensely 

contributed to the Nigerian economy, and the continuous 

advancement through service upgrades, mobile phone usage increase 

and innovative diversification of service offers are vital to sustaining 

and increasing the growth in this sector (Kiaribe, 2017).  

Damilola Anwo-Ade is one of Nigeria’s leading women in telecoms. A 

co-partner of Sprout Digital Development and the founder of CodeIT, 

a programming initiative that targets young adults to develop coding 

skills. Her digital company is committed to finding sustainable 

technological development solutions that drive quality education, 

gender equality, and innovation. She is fully committed to teaching 

women how to create and utilise web-based and mobile applications 

for business solutions (Kana, 2018).  

Juliet Ehimuan-Chiazor, Google Nigeria country manager. She is 

championing a series of initiatives to improve the online ecosystem in 

Nigeria by driving the initiative around creating more available and 

affordable internet access and improving local content through 

workshops and training events. Furthermore, she aims to influence the 

learning institutions by using GoogleApps supporting programmes for 

Nigeria's Higher Education by providing free educational software to 

over 40 academic institutions (Bakare, 2016).  

The media is crucial in portraying gender equality and can be an 

important factor in promoting gender equality by exhibiting an inclusive 

working environment and demonstrating the contribution and 
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representation of women in a fair and equal language. The media is a 

strong social institution that can influence social perception. Therefore 

the role expected of the media is to inform on current issues and report 

factual societal occurrences. However, the media fail to represent 

women accurately, ignoring women, downplaying numerous success 

stories and failing to capture women's suffering and exploitation 

effectively. Women are often objectified as sex symbols rather than 

respectable professionals in their communities, making women's 

capabilities invisible to society (Wole-Abu, 2018).  

BellaNaija is one of Nigeria's successful leading media outlets for 

entertainment, lifestyle, and fashion in Africa. Founded in 2006 by 

woman Uche Eze Pedro, she has won various awards for her 

contribution to entertainment and fashion communication (Oyedotun, 

2018). Secondly, Linda Ikeji is a successful blogger and content 

creator in Nigeria who started media communication in 2007 through 

her blogs. She has proved that there are great financial opportunities 

within digital media in Nigeria as she became the most successful 

blogger in Africa. From 2016 to date, she has launched her social 

media network, which she hopes will eventually rival Facebook. She 

also launched an online streaming service that provides acquired and 

self-produced content (Okunola, 2018).  

Finally, EbonyLifeTV is another successful media company founded 

by a woman named Mo’ Abudu, which was launched in 2006 and is 

now the largest Pan-Africa network available in about 50 countries. In 

2016 EbonyLife film production co-produced and distributed a 
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Nollywood romantic comedy titled ‘The Wedding Party’, which boasted 

$1.3 million in sales at the Nigerian Box-Office (Roxborough, 2017).  

 

2.10 – Summary 

The analysis of the national and organisational culture demonstrated 

the oppressive culture within Nigeria that limits women’s participation 

and consideration in leadership positions. Furthermore, the effect it 

has on women’s perception and confidence to aspire for leadership 

positions, thereby developing an ambition gap. There is a link between 

the influence of national culture embedded in the organisational 

culture that negatively impacts women, as similar traditions and 

patriarchal values are expressed within the organisational 

characteristic and infrastructures. These characteristics adopted in 

organisational infrastructures impose similar restrictions on women’s 

right to attain leadership positions, enabling the gap between gender 

and leadership. 

The deconstruction of the characteristics of leadership theories and 

the national and organisational culture in the context of Nigeria 

demonstrated the effect of traditional male-dominated leadership 

styles and the patriarchal social culture within Nigeria, which serves as 

a barrier and oppression for women. The analysis demonstrated the 

gender gap within traditional leadership styles and its disadvantaging 

effect on women aspiring to attain leadership positions. Therefore, 

advocating for adopting contemporary leadership styles that allow 
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women to express their leadership presence and be considered for 

leadership positions.  

Finally, this chapter demonstrated the global progress and effort in 

attaining gender equality in leadership in the formal sector analysis. 

Highlighting the successful policies, including government and non-

government initiatives that are improving the lives of women and girls. 

Furthermore, showcasing successful women leaders and their social 

initiative to contribute to their communities by empowering girls. 

However, it also unveils the inequality of women in these sectors. 

Therefore, bridging the gap urges a concerted effort to identify the 

prevailing barriers to women, especially in the three main sectors, and 

the need to inform through recommendations the development of 

strategies and policies.  
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CHAPTER THREE 
Towards a Theoretical Framework 

 

3.1 – Overview 

This chapter presents and justifies the core underpinning theoretical 

framing for this study. It first explores the relevance and viability of two 

distinct theoretical schools in organisational research - the resource-

based view (RBV) and institutional theory regarding their roles and 

implications for individual career mobility and advancement. However, 

the chapter will focus on how institutions and institutional structures 

within countries hinder or advance career opportunities for individuals. 

The role of institutions has become a popular research area since its 

inception as it provides a framework to understand the influence of 

national culture in the development of institutional culture and 

structure. The strength of the institutional theory is that it offers a clear 

explanation for the reasons behind certain cultural practices that have 

hindered and continue to limit women’s upward career mobility in the 

Nigerian context without any obvious economic returns.  

Through theoretical framing, this research can identify and begin to 

unpick these practices, their influence and their prevalence across 

sectors and domains in which they have been institutionalised through 

norms and behaviours that suppress career mobility in leadership 

roles for Nigerian women. Within this praxis, specific attention will be 

drawn to the influences of political, economic, and social factors that 

are important to the development of institutional structures and how 
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these can serve as an enabler and/or barrier to women’s entry and 

advancement into a leadership position.  

This is followed by a more focused analysis that identifies, explains, 

and justifies how formal and informal institutional structures, such as 

norms and values, education, religion, family, laws, and regulations, 

are used to enforce the political, social, and economic contexts that 

regulate human activity are leveraged to facilitate or hinder individual 

career advancement, particularly in the context of women leadership 

of organisations in Sub-Sahara Africa. Following on from chapter two, 

Nigeria’s patriarchal culture and its influence on organisational culture 

and organisational practices was a major area of interest.  

This chapter will argue the importance of building and maintaining a 

gender-inclusive institutional culture as a basis to provide an 

opportunity for women to advance in leadership positions. It examines 

the institutional factors that account for the gendered nature of 

decision-making in organisational and political contexts in a way that 

subjugates women’s career advancement. It explains the implications 

of weak governance in achieving gender equality and national 

development. Before looking at the theory of institutions and its 

relevance to achieving this study’s main goal, this chapter begins by 

evaluating the resource-based view theory, which has been employed 

by previous studies in organisational research and its relevance to this 

study.  
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3.2 – Resource-Based Theory 

The firm is an important actor within the market theory, as it acts as 

the interface between factor markets and product markets (Rowlinson, 

1997:15). RBV of the firm became relevant in the 1980s, analysing two 

distinct perspectives important to firms. The internal analysis of the 

resources within the company and the external analysis of the industry 

and its competitive environment (Djordjevic and Miletic, 2010). 

Consideration was given to the utility and value of RBV to helping to 

address the interview questions posed in this study. Within the 

theoretical lens of RBV, there is an opportunity to analyse business 

institutions and their strategies to achieve competitive advantage 

through their tangible and intangible resources. Most importantly, the 

transactional cost economies operating within the environment 

determine the firm’s strategic choice and decision-making structures. 

This impacts how firms deploy and utilise their human capital pool. The 

theory views firms as a collection of resources and capabilities that will 

enable them to compete successfully. The focus is on the firm's 

production techniques, operation routines, trade secrets and 

especially their human resource (Silverman, 2002).  

From an RBV perspective, Hart (1995:986) argues that a firm can 

maintain a sustainable competitive advantage if it sustains its 

resources and capabilities that its competitors cannot easily duplicate. 

Three key resources-based principles proposed by Penrose (1959) 

cited by Kor and Mahoney (2004:184) effectively understand the 

important roles human resources, especially managers, play in the 
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success of their firm. First, the firm can create economic value 

because of the effectiveness and innovation in managing its 

resources. Secondly, the managers' experience and ability to innovate 

with the resources available within the firm ensure that they maintain 

their unique productive opportunities and creatively deploy their 

resources. Finally, the current knowledge base and the underutilised 

resources of the firm can determine the direction of potential growth of 

the firm. The underutilised intangible human capital resource in firms 

attracted this theory to this research by allowing it to understand firms’ 

internal behaviour and decision-making process that developed the 

underutilisation of women’s human capital.  

Barney (1991:101) further explains that a firm’s resources can be 

classified into three categories: physical, human, and organisational. 

Physical resources include the physical technology used in the firm, 

equipment, location and access to raw materials. Human capital 

resources refer to the individual training, experience, insight, 

intelligence, and relationship with their environment. Finally, 

organisational capital resources relate to the firm's formal reporting 

structure, and formal and informal planning, controlling, and 

coordinating systems. This also includes the informal relationships 

between individuals within their firm and its environment.  

The firms' resource selection and accumulation are a function of the 

internal decision-making process and external strategic factors. This 

theory would have been useful in explaining, describing and predicting 

internal organisational actions based on external influences, such as 
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buyer and supplier power, the intensity of competition and product 

market structure (Oliver, 1997b:698). Penrose (2009:72) explains that 

the firm's characteristics impact the activities of the people operating 

within and justify their decisions to use their productive resources. The 

deployment of their productive resources over time becomes an 

administrative decision that conforms to the informed character of the 

firm. The firm's design determines how human capital resources are 

managed. Poor work design or mismanagement of people may lead 

to inadequately deploying the people available to achieve strategic 

impact and sustainable competitive advantage. The work design, 

culture and leadership practices within a firm impact the human capital 

and shape their competencies, cognition and attitudes (Wright, 

Dunford and Snell, 2001:705).  

A firm's resource selection and deployment process are embedded 

within an institutional context that affects the economic rationale for its 

decisions. Their behaviour and motivation are legitimate based on 

socially approved habits and traditions. The resource choice within a 

firm driven by sustainable competitive advantage can be justified by 

institutionalised expectations of the traditions of the society (Napshin 

and Marchisio, 2017:471). A firm's human capital pool is developed 

and maintained internally by the firm, reflecting its knowledge relevant 

to its culture, routine and systems (Morris, Snell and Björkman, 

2016:725). The knowledge-based view suggests that individual 

knowledge development is interdependent on organisational systems, 

processes, and their collective society's relationship systems(Kang, 
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Snell and Swart, 2012:462). Within the developed human capital is a 

developed local knowledge that represents knowledge, skills and 

abilities that reflects location-specific experience. Such knowledge 

includes understanding customer needs, culture, traditions, 

institutional barriers and processes (Morris, Snell and Björkman, 

2016). The combination of these knowledge levels, the organisation 

and the environment influence the work design, culture and practices 

established within the organisation. 

A collection of unique characteristics of the firm stems from its history 

and the process taken to develop its resources and knowledge. Thus, 

their unique characteristics ensure that firms are heterogenic and 

utilise their resources to perform differently, although they operate in 

identical environmental conditions (Nason and Wiklund, 2018). 

However, understanding the oppressive practices within firms and 

their environment will show the impacts in terms of how they deploy 

their human capital resources. The collective practices of firms’ 

exclusion of women’s full potential from their operations are not 

isolated but a common phenomenon. Therefore, an analysis of the 

discriminatory practices will reveal the gender biases that have 

continued to sustain the under-development and underutilisation of 

women's human capital resources (Abbas and Mama, 2014). 

Those in the dominant position exercise their power within economies 

and organisations. This plays a significant role in constructing 

institutions. The constructed institution sets the criteria by which their 

organisations are to be assessed and how they can gain legitimacy 
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and social approval. North (1990), cited by Rowlinson (1997:104), 

draws attention to the role power plays in the construction of 

transaction cost that drives firms' economic decision-making process 

and impacts their resource selection as power is embedded in the 

constraints imposed on organisations. The regulations on transferring 

ownership rights serve special interests; therefore, transaction costs 

result in typically inefficient property rights. This acts as an imbalance 

of economic growth, as economic growth specifically benefits the 

privileged groups in power at the expense of others. Women’s lack of 

power means they are excluded from being considered eligible to 

benefit from owning property rights. Therefore, they cannot be active 

participants in economic activities. Historically women have been 

economically disadvantaged. Those in power are vested in 

maintaining the status quo and are less likely to lower women's social 

and economic transaction costs. Therefore, it is more difficult for 

women’s economic participation that would alleviate poverty and give 

them autonomy over their lives (Kartik, Hans and Cal, 2008). 

Garrido et al., (2014:83) explain the interdependence of the economic 

nature of the firms citing Coase (1937), Williamson (1998) and North 

(1990). The economic nature of the firm considers formal and informal 

institutions as background conditions. Still, it seeks to focus on the 

governance structure of the market versus firms to reduce transaction 

costs. On the other hand, North (1990) mainly focuses on how formal 

and informal institutions are directly linked to the transaction costs of 

any economy. The formal and informal institutionalised constructs set 
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out incentives and disincentives that influence human behaviours and 

economic choices. Thereby creating stable structures to promote 

efficiency and interactions and reduce uncertainty and transaction 

costs. All institutional structures, including government structures, 

align their actions and expectation of individuals in a society (Friel, 

2017:212). 

 

3.3 – Institutional Theory 

As such, institutional theory may provide a more relevant lens through 

which to fully understand the economic exchanges operating within a 

society because institutions affect the economy's performance and 

their effect on the costs of exchange and production (North, 1990:67). 

Also, as North (1990:64) explains that the institutional framework 

affects both transformational and transaction costs. Transformation 

cost refers to the techniques and technology involved in production 

activities. In contrast, transaction costs explained by Rowlinson 

(1997:24) inform that transaction is a unit of transfer of legal control 

through a regulated constituted collective action when ownership of 

individual units is transferred through bargaining transactions between 

buyers and sellers.  

Furthermore, Williamson (1996:223) explains that transaction cost 

economies mainly concerned with the governance of contractual 

relations are embedded in a three-level schema. The governance 

structure that regulates transaction costs is bracketed by macro 
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features of the institutional environment and the micro features of 

individuals. The institutional environment designs the parameters the 

government structure operates in, and at the individual level is where 

the behavioural assumptions originate.  

The focus on women as an underutilised human resource is a 

distinctive common characteristic across all firms. Therefore, as this 

research seeks, there is a need to understand the managerial 

decision-making choice in resource selection that has made women 

an underutilised resource. Coase (1998:73) elaborates on the 

importance of understanding this phenomenon by explaining that the 

welfare of any society depends on the flow of goods and services, 

which is dependent on the production of economic systems. The lower 

the transaction costs (the cost of exchange), the more specialisation 

and the greater the productive system. However, transaction costs are 

determined and dependent on the country's institution. The country's 

culture, the legal, political, social, and educational system.  

Therefore, understanding the cultural development of these 

institutional systems will shed light on firms' economic decisions that 

have resulted in the underutilised women's human capital pool and 

hindered their occupational mobility. Oliver (1997:699) suggests that 

to gain an in-depth understanding of firms' managerial choices and 

resource selections that justify their actions as ‘that’s just the way 

things are done’. In this context of Nigeria, understanding the 

institutional factors, including the availability of and access to 

resources and choices that present barriers to women's occupational 
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mobility, requires analysis of the institutional environment through the 

lens of institutional theory. 

Andrea and Ciborra (1996:94) explain that the development and 

utilisation of human capital resources depend on organisational 

learning through institutionalisation. After going through the 

institutionalisation process, organisations develop a single loop of 

learning in which their behaviour is adjusted to suit their goals, norms, 

and assumptions. The institutional analysis through a feminist theory 

will lead to an understanding of gender within institutions and how 

gender influences behaviour and institutionalisation (Yunis, Hashim 

and Anderson, 2019). An institutional analysis will reveal that 

organisation exists in a social context that has set out acceptable 

economic and behavioural actions (Napshin and Marchisio, 2017) that 

inadvertently hinder women’s occupational mobility – their equal 

economic participation,  while simultaneously placing men in a position 

of power and economic privilege. Feminist economic institutional 

analysis by van Staveren and Odebode (2007:903) reveals the 

relationship between gender and the economy and draws attention to 

the gender division of labour that hinders women's involvement in the 

decision-making process. 

A feminist perspective by Chappell, Mackay and Kenny (2010:580-

582) critiques the gender blindness of institutions within the context of 

Nigeria’s institutional arrangement and how the established policies 

have failed to consider the well-being of women in the construction of 

institutional policies and procedures that benefit men. They question 
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the development of power and hierarchy, although considering gender 

in the development of its institutions fails to consider all gender. It 

embodies two key features. Firstly, it is concerned with revealing how 

institutions reproduce gendered power distribution. Secondly, how 

these institutions can be changed and transformed to become 

inclusive. The use of feminist institutionalism will provide insight into 

gender relations and gender norms and their role in the 

conceptualisation of institutions. Tying together the cultural analysis of 

Nigeria’s society and organisation in chapter two. Furthermore, 

changes to structuring gender relations within organisational 

structures are important to build a gender-inclusive institutional 

culture. 

This research choice adopts a feminist institutional perspective to 

critique the established institutions within Nigeria, but most 

importantly, to provide insights into an through that makes a case for 

rethinking gender and power relations within the Nigerian formal 

service sector that would prompt the development of gender-inclusive 

institutional culture.  Analysing Nigerian institutions through a feminist 

lens allows this research to offer a better and alternative account of 

understanding women's experiences. As knowledge is produced 

through the perspective of those with power and privilege, situating the 

analysis of institutions from the perspective of women will provide a 

holistic view of Nigerian institutions through women’s knowledge, 

efficacy and agency (Fortmann, 2006). 
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The development of an institution’s identity is a process that evolves 

over time through the interaction of political, legal, economic and social 

dynamics that inform the institutional identity (North, 1991). 

Throughout history, this has been the foundation for developing 

institutions to help and enable humans to create order and reduce 

uncertainty. Creating order sets an institution to operate in an 

environment with clear rules of interaction to govern social, economic 

and political activities (Davis and North, 1970). These interactions are 

demonstrated by various informal (customs and traditions) and formal 

constraints (constitutions and laws), which connect the institution with 

the past, present and future (North, 1991). Lammers and Garcia 

(2017:195) define institutions as “constellations of established 

practices passed down through generations rational beliefs that 

govern individuals in groups and organisations' behaviour, language, 

and social interaction.  

Scott (1995), as cited in Hanson (2001), explains that regulative rules 

are the formal and/or informal rules, the constitutions and regulations 

that stabilise by establishing, monitoring and prescribing sanctions for 

institutional activities. These regulative rules are strongly linked to a 

country’s government and governance capabilities. Normative rules 

emphasise the values and expected norms on how institutions should 

behave to gain legitimacy in their environment. Norms are important 

because they underpin how people think and make choices (North, 

2003), such as the masculine power dominance and the decision-
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making order in Nigeria, which cannot be changed easily or 

instantaneously (Diogo, Carvalho and Amaral, 2015). 

The role informal institutions play in the established structures and 

procedures is usually unwritten. Informal institutions are those socially 

shared rules that are unspoken but are determined by the ‘this is how 

things are done’ mentality. Informal rules are created, communicated 

and enforced outside the official sanctioned channels contrary to 

formal institutional rules (Waylen, 2014:214).  

Scholars of the institutional theory Dobler (2011:14)  have recognised 

and established the importance of informal rules within the context of 

institutional theory. Informal institutions have increasingly become an 

important focus in understanding the role of institutional rules and 

procedures in enabling or constraining social interactions. Informal 

institutional culture creates a shared social value system that creates 

and legitimises belief systems and habits. The link to culture restricts 

certain human interactions and behaviours because of shared 

traditions and beliefs. 

Informal norms and taken-for-granted characteristics are greatly 

unnoticed within society and organisations, as they have naturalised 

and become the status quo. The reforms introduced to mitigate gender 

disparity by tackling formal rules may officially end official gender bias. 

Still, it will be difficult to tackle the institutionalised forms of bias as 

informal rules can undermine formal rule changes (Waylen, 2014). 

Decision-makers within government and organisations are 
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continuously introducing new rules and policies to improve the issues 

of gender disparity in Nigeria. However, informal norms, deeply rooted 

within systems and procedures, only change gradually. Therefore, it 

becomes hard to alter behaviour and societal norms that give men 

primacy over women merely through policies and reforms because 

embedded belief systems and cultural practices have been passed 

down and continue to be passed down to generations through informal 

institutions (North, 1994).  

Depending on the institution's demographics, collective behaviour and 

human interaction can be interpreted and linked to their socio-historic 

ideologies. These ideologies are shared through symbols, rituals, 

ceremonies and stories that subtly permeate procedures and dictate 

an institution’s operation (March and Olsen, 1984). In a collectivist 

society like Nigeria, where the collective belief and behaviour is one of 

patriarchy, stereotypical gender roles are expected. Most women, as 

the subordinate groups, come to accept the collective views of the 

world as natural and do not wish to challenge the status quo (Mutch, 

2009:147).  Jepperson (1991:145) defines institutions as 

“Institutions are those social patterns that, when chronically 
reproduced, owe their survival to relatively self-activating social 
process... Routine reproductive procedures support and 
sustain the pattern, furthering its reproduction, unless collective 
actions blocks or environmental shock disrupts the reproduction 
process.” 

 

The contribution from March and Olsen (1984) informs that institution 

becomes a collection of rules and organised practice embedded in 
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structures of meaning and resources that accounts for their behaviour 

and explain their characteristics. Through this process of 

institutionalisation, it adapts to the demands of its environment by 

conforming to the political, cultural, and social norms and gaining 

legitimacy in the eyes of its stakeholders.  

Depending on the environment in which the organisation inhabits, the 

norms within the society can influence the organisation. They begin to 

conform and adapt to patterns of behaviour, expectation, and attitudes 

on how things should be done. The organisation incorporates these 

shared beliefs into their organisational structure and practices 

(Luhman and Cunliffe, 2013:84-85). The Institutions are thereby 

infused with these values, a more-or-less, taken-for-granted repetitive 

social behaviour underpinned by and reinforced through normative, 

cognitive, and regulative rules. Therefore, understanding these rules 

gives meaning to social exchange and its enabling self-reproducing 

social order (Nite, Hutchinson and Bouchet, 2019).  

Ajayi (2018:271-272) argues that through socialisation, women have 

been through cultural doctrine, which has made them believe and 

accept male supremacy and superiority. The established traditional 

role of women has been used to strengthen gender inequality because 

women have been made to believe that their only rightful place in 

society is as “housewives, producers and minders of children”. Their 

most important role is to teach their children the values and beliefs of 

life, while their husbands remain the traditional breadwinner (Araya 

and Chung, 2015). This ideology has been reinforced over the years, 
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mostly through women (as they stay at home to inculcate in their 

children the norms, values, and beliefs of society). This ensures that 

most women accept their subordinate status in society, limiting their 

contribution to national development.   

 

3.4 – Nigerian Institutional Arrangement 

In Nigerian culture, women have been marginalised in the constitution 

of meaning and power. Still, they are considered crucial in the 

development of institutional order and within the discourse of men. 

Their knowledge of society excluded from the discourse is therefore 

important. The exclusion of women's representation is made known 

through a feminist lens of the African and especially Nigerian culture. 

It exposes the workings of patriarchal power and influence in how the 

accepted knowledge and truth are constructed and reified in an 

organisational and wider societal setting. Therefore, there is a need to 

include women’s truth and knowledge through their experience within 

the Nigerian context. Analysing the patriarchy-conceived power within 

Nigeria’s institutional development from a deconstructive feminist lens 

will reveal the exclusion of women from social, economic, and political 

opportunities available. It will showcase men as the oppressor and 

women as the oppressed in the creation of knowledge and identity of 

Nigerian society.  

The intention of deconstructing the Nigerian institution through a 

radical feminist lens is to take apart the production of knowledge, 
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language, and discourse and demonstrate that through patriarchy, 

societies have been created and influence how we interpret and speak 

(Martin, 1988). Deconstruction will expose the unheard-of and the 

undreamt-of possibilities within institutions. Deconstruction has always 

been a tool for institutional analysis (Caputo, 1997:62). Institutional 

critique is a feminist practice that draws attention to gendered values 

and assumptions. The systems that determine inclusion and exclusion 

define legitimate culture and power (Shaked, 2017:197). 

Women constitute more than half of the world’s population, which 

means that more than half of the world is marginalised in terms of 

contribution to national development. Global poverty can be accredited 

to the lack of integration and marginalisation of women in society 

(Ajayi, 2018). As demonstrated in the cultural analysis in chapter two, 

Nigeria's dominant patriarchal and collectivist behaviour has greatly 

influenced organisational practices. Patriarchy has informed the 

development of gender-biased infrastructure that hinders women from 

advancing into leadership positions. Therefore, institutions in Nigeria 

have been through the process of institutionalisation, whereby the 

values, customs of their environment, and the patriarchal male-

dominated accepted values are incorporated within an institutional 

structure and reproduced over time. The individual characters and 

their shared collectivist commitments are adopted through this 

reproduced process to reflect their social reality (Scott, 1987).   

Cal, Kartik and Hans (2008:294) explain that an individual's life and 

opportunities are strongly conditioned and shaped by social and 
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political institutions within their society. Societal culture creates social 

values and develops family and religious institutions. Also, the 

structure of government, the degree to which it is democratic or 

corrupt, determines the allocation of power to influence public policies 

and create laws that either promote or retard equality in society. 

Therefore, women’s opportunities will vary depending on the 

institutional configuration of their societies and governments. 

Traditionalist countries like Nigeria, rooted in patriarchal norms and 

family values, mean that women in this society will face a substantial 

level of discrimination that would affect their access to education and, 

consequently, their possession of knowledge and power. Nigeria ranks 

128th in the global gender gap index and 27th in SSA, while Rwanda 

tops SSA and ranks 9th in the global gender gap index (World 

Economic Forum, 2020). These figures indicate that the lives and 

opportunities available to women within these two countries will vary 

significantly. Although within a developing country context, women in 

Rwanda may be treated fairly equally to women in Nigeria.  

Reproducing the male-dominance patriarchal cultural norms within the 

design of an institution’s procedures and decision-making hierarchy 

(Senior and Swailes, 2016:94), institutions are thereby rewarded for 

conforming to social expectation as it contributes to organisational 

success through gaining legitimacy, resources and survival 

capabilities. Finally, the cognitive pillar shapes the filter through which 

people view reality and give meaning to them as they interpret their 

world. Institutions are created through the human construct, which is 
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influenced by their customs and traditions and creates a relationship 

between institutions and human behaviour (Oliver, 1997b). Meyer et 

al., (2009:5) state that all human thoughts are historically and culturally 

set and anchored in a socio-historical context, which is integral to the 

content produced.  

The content created becomes an ideology that serves as truth and 

knowledge for that specific social context. That ideology becomes a 

cultural heritage carried forward throughout generations and 

constitutes the basic way society perceives the world and lives (North, 

2003). The accepted societal institution in Nigeria, the long-standing 

norms are expressed in the traditions and cultural practices adopted 

into the formal and informal codes of conduct. These expressions are 

at the bottom of gender roles and power distribution between men and 

women in families, the labour market, and social and political settings 

(Caballero, 2012b:9). 

Gender is an intrinsic element in the constitution of social, political, and 

economic institutions as it highlights the differences between men and 

women, creating a perceived meaning and identity in society. 

Therefore, it greatly features institutional development and structure 

as part of a symbolic area within which individual actors construct their 

daily lives (Chappell, Mackay, and Kenny 2010:580).  

The development of formal rules and regulations, informal customs, 

and religious and social values pressure men and women to conform. 

Since men with power and privilege have developed institutions, it has 
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resulted in unequal power distribution. The implication for women is 

that they are continuously disadvantaged, participate unequally in 

social and economic platforms, and have no power and control over 

their agency (Kartik, Hans and Cal, 2008). 

Culture, power, and knowledge are interconnected to articulate the 

dominant belief of society. The discursive practice promoted by 

institutions such as government, family, media, and the educational 

system constantly determines an individual’s identity. Thereby 

enforcing the environment that dictates who they are and what they 

should do by systematically distinguishing between what is legitimate 

and illegitimate or desirable and undesirable within the society 

(Cavallaro, 2003:26). The discourse on culture and socialisation will 

contextualise individual subjectivity against their truth and knowledge.  

Foucault’s philosophy on power and knowledge is relevant to better 

understanding the effects of discourse on culture and socialisation. He 

argues that knowledge and our world understanding are socially 

constructed and maintained through discourse. The established power 

within the society perpetuates the reinforcement of knowledge and 

thinking, maintaining the reality created. Therefore, the patriarchal 

norms in Nigeria control the discourse to maintain the dominance of 

the privileged group while also suppressing belief systems that 

challenge them. However, this socially constructed knowledge is 

partial and incomplete as there are multiple ways of experiencing and 

understanding the world that would produce a variety of knowledge 

and thinking (Baber, 2009:57).  
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However, progress has been recorded over time, and there has been 

a transition from traditional to modern societies, which is influenced by 

the transformation in the exercise of power. Foucault believes that in 

modern society, women’s behaviour is less regulated than before, and 

women have more mobility and are less confined to domestic space. 

The most obvious of this mobility can be seen in the fact that women 

can now benefit from access to paid work outside their homes (Bartky, 

1988:80). Although, the progress of women's participation and agency 

has not yet resulted in achieving equal opportunity in their 

organisations because their full economic participation and 

occupational mobility are still hindered by discriminatory practices that 

arise from patriarchal power.  

On the other hand, (Hartmann, 1979) views patriarchy as a system of 

relations between men and women that exists in capitalism. The 

feminist idea of gender equality and emancipation under capitalism 

abolishes gender differences in the labour force and treats all work 

equally. This would lead to women becoming economically 

independent of men and will participate on an equal footing with men. 

The result would be the erosion of patriarchal relations in capitalism 

that has established hierarchy and created interdependence among 

men, enabling them to dominate women. The patriarchal hierarchy 

that serves to maintain the power status quo can be argued that this 

is the first institutionalised reality within society. Based on this 

institutionalised patriarchal hierarchy, men maintain control over 
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women’s labour power, excluding them from access to essential 

productive resources.  

Martin (1988:5) also contributes to the understanding of the 

relationship between Marxist theory on capitalism and feminist theory 

on patriarchy. He informs that one cannot exist on its own without the 

other. Although, patriarchy and capitalism are considered single 

methods of women’s oppression. Especially radical feminism, which is 

the lens through which this research analyses and discusses gender 

parity in leadership. As it aims to present an alternative 

transformational view in society and restructure its inherently 

patriarchal institutions. This theory believes that it is primarily men who 

have benefited from the subordination of women in society. Women’s 

labour force capabilities are devalued as they are denied access to 

positions of power (Yusuff, 2014). However, Martin (1988) argues that 

gender is central in all cases and that patriarchy can be defined as 

men’s control over women’s labour-power in the home and the 

economy. Power is produced in our language and institutionalised 

across all social interactions.  

A feminist perspective (Waylen, 2014:214) on institutional 

development will show how gender is implicated in institutions. In 

reality and through traditions, men continue to inhabit positions of 

power more than women. The desire to increase the number of women 

in positions of power is a noble idea. However, the likelihood of making 

a significant difference in institutions will be difficult without 

understanding the numerous mechanisms that have developed 
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gender bias towards women over time. The biased informal social 

norms embedded into institutional structures that serve as 

discrimination against women will have to be revealed for progress to 

be made.  

Feminist analyst Mokoena (2018) has revealed that women do not 

benefit from economic and social policies like their male counterparts, 

as those policies are not women-friendly. However, exponents of 

institutions in their status quo will argue that their constitution and all 

policies are gender-neutral, benefiting all individuals. Guerrina, 

Chappell and Wright (2018:1037) inform that institutions reflect 

hierarchy within the wider society that produce gender norms in a way 

that includes or excludes gender from the policy process. 

Understanding the degree to which gender is included in the policy 

that is traditionally seen as gender-neutral will provide important 

insight into opportunities for the inclusion of the traditionally 

marginalised gender. This requires discussing key examples of 

institutional deficits perpetuating women’s discrimination and 

hindering their occupational mobility. 

 

3.5 – Institutional Deficit 

As established, every institution develops its identity by conforming to 

its society's cognitive, normative, and regulative structures. Institutions 

achieve quality based on the level in which the environment they 

operate within can provide a stable, reliable society focusing on the 
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regulative structures greatly influenced by the country’s governance. 

The quality of institutions in a country plays an important role in 

economic development, as good governance and strong institutions 

will go hand-in-hand in the development of Nigeria. Therefore, policies 

and strategies aimed at strengthening the quality of institutions and 

governance should be the priority for decision-makers (Fagbemi and 

Ajibike, 2018). A country with weak institutions will not grow effectively 

to experience their full economic potential. 

According to The World Bank (2018) Global Governance, there are six 

indicators for countries to enable the construction of a quality 

institution. Voice and Accountability, Political Stability and Absence of 

Violence, Government Effectiveness, Regulations Quality, Rule of Law 

and Control of Corruption. These indicators apply to developed and 

developing countries and affect various institutions. Voice and 

Accountability estimate the extent to which citizens can participate 

freely within their country and their freedom of rights and expression. 

Political Stability and Absence of Violence measure the likelihood of 

political instability and terrorism. Government Effectiveness estimates 

the quality of the public and civil services. The quality of policy 

formulation and implementation, and the government's credibility to 

commit and deliver their policies. Regulation Quality measures the 

ability to develop and implement robust policies and regulations to 

improve private sector development. Rule of Law captures the extent 

to which the society has confidence in the rules, particularly in the 

quality of the contract enforcement, property rights, the police, and the 
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court, as well as the possibility of crime and violence. Finally, Control 

of Corruption estimates the extent to which public power is exercised 

for private gain, including petty and grand forms of corruption.  

 

Figure 3.1 – Nigeria Global Governance Indicators 

 

 

Source: The World Bank (2018) 

 

The degree of manifestation of these indicators, each aggregate 

indicator was ranging from approximately -2.5 to 2.5, with higher 

values representing a better institution. Nigeria saw a sharp 

improvement in Voice and Accountability as there was a push for 

economic and social change. Especially in the case of gender equality 

and the fight for women’s rights as human rights. Institutions benefit 

from the good government within the country they operate in, as this 

is vital for the country's development through better policy 

implementation and quality institutions throughout the country. Weak 

governance regarding poor policies and lack of implementation often 

persist because those in positions of power benefit from the status quo 

and have the power to preserve it (Kaufmann and Kraay, 2017). The 
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main constraint on SSA development is the lack of appropriate 

policies, especially social policies (Gumede, 2018). This stems from 

the challenges of weak institutions due to persistent corruption 

amongst individuals in positions of power that introduced suboptimal 

policies to retain the status quo (Oloruntoba, 2018). Therefore, having 

such data on the Nigerian government's performance presented 

above can inform and empower the change and create an incentive 

for government reforms.  

An institution can identify its quality levels through these indicators, 

highlighting areas for improvement and policy development. However, 

implementing and actualising the institutional change to improve 

quality is still a matter of choice and sheer willingness. At this moment, 

challenges and social constraints are resisting the implementation of 

reforms. Deeply rooted institutional structures are highly resistant to 

change as the informal taken-for-granted qualities need to be 

questioned, as there is a need to incrementally restructure the 

cognitive institutional beliefs (Zucker, 1983). The reproduction of weak 

institutions in Nigeria can be linked to the privileged and dominant 

groups insistent on retaining power despite the inefficiencies of the 

institutions. Their goal is to ‘fill up their pockets’ as they create a 

relationship within themselves based on the ideology ‘you scratch my 

back, and I scratch yours’ mentality (Kartik, Hans and Cal, 2008:55). 

Nigeria’s government has always made conscious efforts to improve 

society and provide a stable environment to develop its various sectors 

through implemented policies. However, despite the positive actions, 
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the country’s institutional capacity remains weak and underdeveloped 

(Edame and Okoi, 2015). Loopholes are created when poor 

governance is reproduced, allowing informal institutions to develop 

and create rules and norms (Du, 2015). Ukpong-Umo and Mboho 

(2014) believe that Nigerian society faces challenges because of weak 

institutions, widespread poverty, corruption and unemployment. 

Oloruntoba (2018:178) explains that institutionalised corruption in 

Nigerian and other African countries has not only hindered the 

achievement of a sufficient rate of social and economic growth but also 

prevented the recorded growth from being translated into poverty 

reduction.  

Researchers Caballero (2012a) suggests that companies with greater 

representations of women in political and economic spheres tend to 

have lower levels of corruption. For an institution to achieve quality 

and good performance, it strongly relates to its country’s power to 

initiate and implement robust policies, low levels of corruption and a 

high rate of efficiency and quality of service. Most developing countries 

experience high levels of corruption and inefficiency in public services, 

leading to devastating infrastructure and weak institutions because of 

economic uncertainty, corruption and the misappropriation of public 

funds (Abdullahi, John and Abdulsomad, 2014).  

The strict regulation of the institutional system within a country can 

serve as an obstacle for individuals inventing and applying new 

patterns, as the systems govern preferences, resource selection and 

production possibilities. Continuing specified successful behaviour 
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substantially reduces transactional costs (Loasby, 2015:254). As 

initially explained, the social, legal, political, and economic structure of 

a society, its general culture and tradition determine the performance 

of its economy. According to Easterly (2001), a hostile institutional 

environment with poor performance, especially in most developing 

countries, face challenges to resolving conflicts quickly and peacefully 

to conducting business with clear rules; therefore, there is a lack of 

confidence in the institutions. Therefore, concluding that poor 

institutional qualities and the failure to implement better policies to 

transform the performance of their institutions are frequently identified 

as the cause of growth collapse, poverty, and civil conflict (Easterly, 

2003). Institutional structure in developing countries lacks the formal 

structure and enforcement that underpins efficient markets (North, 

1990). 

Evidence shows that gender inequality affects women and the country 

as a whole. It can lead to a poor healthcare system, low human capital, 

bad governance and low economic growth (Caballero, 2012c). The 

deeply rooted gender norms constituted by institutions that shape 

everyday individual behaviours have continuously maintained gender 

disparity. The growing realisation within societies of the positive impact 

of women’s participation, as research, reveals that investing in women 

and girls will promote sustainable growth for national development 

(Giusti and Kambhampati, 2016). It can be said that where there is a 

dysfunctional institution, the inclusion of women becomes somewhat 

irrelevant (Ahikire, 2014).  
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The Organisation for Economic Co-operation and Development 

(OECD, 2019) Social Institution and Gender Index (SIGI) gives a 

deeper understanding of the inequality in Nigeria. With a 46 per cent 

value, Nigeria scores high within all four categories: 

 

1. Discrimination in the family: unveils the direct influence a 

country's social institution has on women's decision-making power. 

This sub-index considers women's right to their children, especially 

after divorce, the inheritance of property from their family, and the 

percentage of girls married between 15 and over the years. The 

acceptance of polygyny in the country  (Caballero, 2012c:51). The 

federal government has jurisdiction only over civil marriages and no 

authority over Islamic or customary marriages. Therefore, practices 

such as child marriages and polygamy are allowed mostly in the 

Northern parts, as most marriages are customary or religious and are 

not fully protected by statutory law (OCED, 2019). In northern Nigeria, 

polygyny is an acceptable norm that has become part of the culture. 

The husband has control of his wife (or wives), leading to control of 

her agency and her right to work (Giusti and Kambhampati, 2016). 

OCED (2019) informs that the North communities in Nigeria adhere to 

Sharia law which does not have a minimum age for marriage. The 

parent or guardian only requires consent to marry a bride, usually the 

father or a male relative to the bride, as they have the right on behalf 

of the child to consent to the marriage. The persistent and reproduced 
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discriminatory stereotypes regarding the roles and responsibilities of 

women and men within their families have allowed for early and forced 

marriages. Fathers and husbands wield power within the family 

institution and enforce patriarchal authority (Bartky, 1988). 

The traditional family scheme or philosophy prescribed for women is 

that marriage, parenting, and caring for your husband is the ultimate 

role. While the philosophy for men promotes career focus, 

emphasising that the man is the breadwinner for his family. Adhering 

to these prescribed schemas leads to gaining legitimacy and reward 

within society (Dean, Marsh and Landry, 2013:140). Feminist 

researchers LaPierre and Hill (2013:114) argue that the men as 

breadwinners and women as homemaker family ideology are at the 

centre of perpetuating gender inequality in all areas of life. On the other 

hand, most families in dual-income households have gender equality, 

and women have more independence and autonomy over their lives. 

The socio-cultural perspective in the indoctrination of children to 

society’s culturally accepted values and norms. Throughout their life 

span is reinforced and perpetuates gender stereotyping (Denmark, 

Rabinowitz and Sechzer, 2016). This explains how gender is 

perceived and how male domination is inscribed in language, mental 

structures, and how we perceive the world. It is inscribed in how the 

body is perceived and the expected conditions of female subordination 

(Casimiro and Andrade, 2009:120). The discourse on authority is 

linked to the pattern of socialisation established in the family, and 

women are educated within these patterns of subordination. It clarifies 
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power that has systematically excluded women from rendering power. 

Thus, female power is made invisible because it is different from male 

power and because those who wield power within the family 

institutions are male (Jones, 1988:120).  

Stanley and Prettitore (2020) explain that in developing countries, 

especially in a society like Nigeria, where there are traditional, 

customary, polygamous, or informal marriages, legal rights and 

protections are not available to women and young girls.  Women and 

young girls in this situation are highly dependent on their fathers, 

husbands, and male relatives to protect their ownership of housing, 

land, and properties. Therefore, in this case, if their male relatives 

succumb to the current Covid-19 pandemic, the security provided by 

their male representatives weakens due to limited legal protection, 

lack of documentation, and restrictive social norms. As a result of the 

pandemic’s effects on the economy, such as wages and savings, 

housing, land, and properties have become important assets. 

Therefore, women without the right documentation and legal standing 

are vulnerable to losing such assets to other male figures within their 

family, as women lack the necessary financial resources, information, 

or support to enforce their property rights.  

The social environment alludes that gender equality is a moral faux 

pas, as the ideology within family institutions is a push for women who 

allegedly want to rule their husbands (Ahikire, 2014:14). Therefore, 

feminism and gender equality are ridiculed and seen as a threat to 

society and culture, especially to the institution of family and religion. 
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The idea challenges patriarchal norms and values and contests the 

institutional power structure. Women play a vital role in society as 

custodians and teachers of fundamental cultural values and beliefs. 

Therefore, to achieve positive change, Ajayi (2018) emphasises that 

national and community development is fully possible with women's 

cooperation and effective participation. To achieve gender equality, it 

is important to create an enabling environment where women can 

enjoy the dom and equal treatment, opportunity and access to social, 

economic and political power (Araya and Chung, 2015). Mentan 

(2012:76) informs that the true individuality of human beings can only 

be developed in a society that embodies values of liberty, equality, and 

solidarity. Therefore, for individuals, especially women, to develop 

their distinct capabilities, they must be accorded equal respect and 

opportunities denied to them by the inequalities within their society.  

 

2. Restricted Access to productive and financial resources: 

examines the right of women to access property such as land, credits 

and property other than land (Caballero, 2012c:51). Under the 

Nigerian Constitution (1999) act 43, ‘every citizen of Nigeria has the 

right to acquire and own immovable property anywhere in Nigeria’. 

Women have the right to acquire, hold or dispose of property acquired 

before or after marriage. However, most women can only gain access 

to properties through their husbands or a male family member (OCED, 

2019).  
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A key element of social opportunity that women face discrimination in 

is education. Education is recognised globally as an important element 

for social advancement. Governments try to ensure equal and 

equitable social opportunity in terms of education that would improve 

the livelihood of individuals. However, in developing countries, there is 

a great disparity in access and affordability of education. Education is, 

therefore, strongly associated with gender, household income and 

geographic location (Baum, Abdul-Hamid and Wesley, 2018). As 

evidenced in the previous chapter, there has been a positive increase 

in women's and girls' participation in education, as women surpass 

their male counterparts in some cases. This improvement has laid an 

important foundation for achieving gender equality in society. To 

elaborate, the Nigerian Constitution (1999) act 18 informs that the 

government will strive to ensure that there are “equal and adequate 

educational opportunities at all levels”. Furthermore, where 

“practicable”, it provides free and compulsory primary, secondary, and 

university education, including adult literacy programmes. All of which 

is to ensure equal and fair social opportunity, especially for most 

disadvantaged groups.  

The growing participation of women within the Nigerian labour market 

does not translate automatically into reform of social and cultural 

established norms or equal social, economic, political, and cultural 

participation. The distinction of gender still dictates the expectations 

and experience, as the division of labour based on gender is still a 

powerful mechanism of gender inequality. The unequal distribution of 
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unpaid care work, the segregation of work (the belief that certain roles 

are only suitable for men), and unequal access to social opportunities 

all contribute to gender inequality (Liebig, Gottschall and Sauer, 2018). 

Organisational structure and process is socially constructed and relies 

on participants' patterns and experience that resonates with them 

(Biggart and Hamilton, 1987:433). As explained in chapter two, 

organisational culture is defined as the assumptions and behaviour 

that guide decision-making. Developed by the patriarchal institutions 

in social, political, and economic spheres, the organisational culture 

becomes gendered. Therefore, assumptions about leadership 

effectiveness become male-normed. Organisations still offer rewards 

and define promotion using the institutionalised definition that reflects 

patriarchal leadership culture. (Longman et al., 2018). Cook and Glass 

(2011:504) referred to the ‘think-manager, think male phenomenon as 

the root cause of the nonconscious gender bias. Therefore, 

recruitment and promotions are not determined by candidates’ skills or 

credentials but based on institutionalised gender bias. The glass 

ceiling within organisations affects women’s ability to achieve 

occupational mobility. Discriminatory bias, excluding women from 

professional and social networks that would provide information and 

resources necessary for advancement, is the oppression practice 

within organisations (Cook and Glass, 2011). 

The organisational iceberg by Mullins and Christy (2016:9) can be 

linked to North’s formal and informal institutional structure. The visible 

organisational structure and process align with formal rules and 
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regulations. While the invisible, unconscious, taken-for-granted belief 

that shapes the values and actions of organisations align with informal 

institutional structure. These shape the institutional practices, 

environment, systems, interactions and traditions created and 

sustained by men. Therefore, the culture developed would reflect male 

norms (Longman et al., 2018).  

Women are not expected to be sole providers of financial support 

within their families; therefore, they are perceived not to require the 

same salary their male counterparts earn. They are viewed 

predominately as primary caregivers and, thus, given less 

responsibility because of the perception that women have less time to 

commit to work (Reis and Grady, 2017). It can be said that the gender 

pay gap is linked to the view that the work women do is considered 

inferior. Based on the notion that men are considered the main 

‘breadwinner of their families and are entitled to more income. This 

point of view denies acknowledging that women are contributors to 

their families as wives and single mothers (Patricia Werhane and 

Painter-Morland, 2011). 

 

3. Restricted Civil Liberties: citizenship rights of all Nigerian covered 

in the Constitution (1999) informs that women have equal rights to 

participate in politics as men, including access to justice. But in reality, 

cultural beliefs and traditional attitudes towards women enable 

discriminatory social norms that have placed women inferior to men in 
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all spheres of life. Therefore, juridical and legal practices are unequally 

enforced, as women’s testimony received less weight than men's 

(OCED, 2019). In the political sphere, women are underrepresented in 

public office appointments, and the expectation of a woman's place 

poses a challenge that affects women’s political ambitions. The gender 

gap report produced by World Economic Forum (2018:8) informs that 

the gender political empowerment gap, which measures the ratio of 

women in seats in parliament, ministerial level and the number of years 

with a female head of state, reflects a low representation of women in 

all political roles. The progress over the last decade has started to 

reverse due to the continuous belief, mostly in developing countries, 

that no reasonable and responsible woman will ever consider going 

into politics (Ajayi, 2018). Religious and cultural biases toward 

women's participation, including the lack of resources like their male 

counterparts, also influence the lack of women's representation in 

politics (Federal Ministry of Women, 2006).  

Jones (1988:119) argues that women’s exclusion in public positions of 

power has resulted in their lack of confidence in leading appropriately 

because the power narrative of leadership and authority is represented 

as masculine. The description of authority is articulated in terms of 

masculinity and excludes females and values associated with feminine 

characteristics. This has created an association of authority with male 

voice and presence. Therefore, as women are not originators of order 

and authority or high within the institutional hierarchy of command, 

they are considered inexperienced to lead. 
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The cultural norms in the political setting in Nigeria put women at a 

disadvantage in attending political meetings, as most political parties 

hold important meetings at night when political positions are being 

shortlisted. There is a sense that this is done deliberately to exclude 

women (Ajayi, 2018). Figures released by the Nigerian Women Trust 

Fund (2019) show that Women’s appointment in the Nigerian 2019 

general election shows that women make up 7.3 per cent of the 

Nigerian Senate, 3.1 per cent of the House of Representation and no 

state governors but 11.5 per cent of deputy governors. They believe 

women’s participation in policy-making is considerably diminished and 

almost non-existent (NWTF, 2019). These figures fall way below the 

recommended National Gender Policy affirmative action plan, which 

states that women should represent 35 per cent of both elective 

political and appointment to public service positions (Oluyemi, 2016).  

 

4. Restricted Physical Integrity: examines the violence against 

women, the laws against domestic and sexual violence and the 

practice of female genital mutilation (Caballero, 2012c:51). Despite the 

national efforts and the policies against violence, violence against 

women continues to be prevalent in Nigeria. It is mostly linked to the 

discriminatory attitudes against women and girls in Nigerian society, 

which contributes to the violence women face, child marriages, female 

genital mutilation, and widowhood rites (OCED, 2019). A report 

realised by Forbes 2020 (Kure, 2020) revealed the statistics of sexual 

violence in Nigeria. Twenty-five per cent of women have experienced 
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sexual violence during childhood. Of those, 70 per cent experienced 

sexual violence more than once. Only 5 per cent of the victims seek 

help, and only 3.5 per cent receive help. Nigerian women and girls are 

at high risk of being raped, human trafficked and experiencing female 

genital mutilation. The absence of sustainable, reliable communication 

infrastructure and enforcement systems to seek help and justice 

makes it difficult for women and girls to report abuse.  

Women who report violence are often vilified for their dressing, for 

having the misfortune of being at the wrong place at the wrong time 

and for being accused of making a false claim (Orjinmo, 2020). They 

are subjugated to derogatory comments and messages when they 

come forward. The social stigma faced regarding women’s sexual 

assault and sexual health deters women from coming forward. The 

lack of adequate health and counselling services for survivors results 

in high statistics for unreported cases (Odeyemi et al., 2016). 

Recently, a feminist movement has taken momentum, with women 

demanding urgent action to combat rape and sexual violence. This 

includes demonstrations across popular streets, at the Nigerian Police 

Force headquarters in Lagos, parliament and government buildings in 

Abuja (Adebayo, 2020). There has been an increase in men declaring 

their support and demanding action to end sexual violence. The Police 

have pledged to deploy investigators specialised in gender violence to 

enhance the force's capacity to respond to the cases.  

Despite growing campaigns and the pledge to tackle gender violence, 

the recent nationwide lockdown due to Covid-19 to minimise the 
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spread of the virus has caused a spike in violence targeted at women 

and children. Vulnerable people are now forced to stay closer to their 

attackers (Umukoro, 2020). World Economic Forum (WEF, 2020) 

identified that women and young girls are at risk. The lockdown 

measures of staying at home have led to an increase in domestic 

violence. Financial pressure, anxiety about the future and being 

disconnected from support systems are some underlying factors that 

can intensify domestic violence (ILO, 2020b:5).  

Women who live with violent and controlling partners are exposed to 

considerably greater danger. Since the lockdown in March 2020, 

statistics revealed that there had been a 60 per cent increase in 

domestic violence, a 30 per cent rise in sexual violence, and a 10 per 

cent increase in physical child abuse (Umukoro, 2020). According to 

UN Women (2020), before the outbreak, 243 million women and girls 

aged between 15 and 49 had experienced sexual and/or physical 

violence by an intimate partner in the past year. Emerging data and 

reports show that violence against women and girls, particularly 

domestic violence, has intensified.  

 

3.6 – Institutional Change 

Deconstructing power and the reality it has constructed, the taken-for-

granted norms within society have demonstrated the partial and 

incomplete knowledge developed and promoted through dominant 

patriarchal discourse. Therefore, urging for a different understanding 



 

167 
 

of the life and experiences of all individuals, especially women, and 

contributing to the understanding and awareness that power within 

institutions thrives on reinforced gender categories (Baber, 2009:58). 

The analysis of Nigerian institutions through deconstruction has 

offered this research a justification of the importance and the 

opportunity available to address the invisibility of women as the 

oppressed group, to include their knowledge in the understanding of 

their social realities. Thereby providing an opportunity for strategies to 

disrupt the power relation and improve women’s occupational mobility.  

Gender is embedded in all institutions through practices, values and 

expectations of appropriate behaviour. The institutional laws, policies 

and rules shape societal norms and expectation, which is then 

reflected within institutions through individuals. This analysis has 

demonstrated the gender underpinning of these norms that prescribe 

acceptable rules and values about masculine and feminine 

characteristics. Various individuals then showcase these acceptable 

behaviours within their institutions. Thus, evidence shows that gender 

and institutional outcomes can be mutually reinforcing (Chappell, 

2010:185).  

The full participation of women in all decision-making levels can 

greatly improve the decisions being made. Feminist researchers 

Karpowitz and Tali (2014:35) believe that incorporating women within 

an institutional structure can lead to a more democratic institution. As 

women are more willing to listen, cooperate and collaborate. The 

adequate representation of women develops an inclusive institutional 
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atmosphere that will encourage women to participate and exercise 

their influence actively. There is a belief that a predominately male 

institution produces a male style of operation that gives women a 

negative expectation of their role. The idea becomes that women can 

either act like their male counterparts to participate in the institutional 

male setting or risk being excluded from the decision-making process. 

The stereotype of masculinity as power and control, while femininity 

relating to irrationality and passiveness is the commonly expected 

characteristic. Institutional power relations have established 

masculinity as the regime, and there is a great challenge to attempt to 

change this status quo, as not all men and women will positively accept 

this change (Waylen, 2014). This results from the workplace 

organisational, structural and cultural systems built over decades that 

have established informal norms and expectations that simultaneously 

disadvantage women while benefiting men (Flood, 2020). The majority 

of women are structurally subordinate to men in their institutions. 

Therefore adopting a feminist perspective towards institutional change 

focused on identifying and dismantling prevailing barriers to women 

through policy change and adopting gender-neutral strategies to 

improve the structural opportunities for women is gaining growing 

support from decision-makers (McCammon and Brockman, 2019).  

For institutional change to be pursued to eliminate the stereotype of 

women not being seen as suitable leaders, the desire for change 

needs to be internalised and valued by organisational members. 

These members need to choose to adopt and support this change for 
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there to be a transformation (Palthe, 2014). As institutions are shared 

collective expectations, change needs to be initiated through a 

collective action involving a centralised process, whereby 

organisational leaders, through decision-making processes, identify 

the suitable organisational change based on the perceived future 

benefit (Bhatnagar, 2014).  

Incorporating more women into decision-making positions in 

organisations in Nigeria requires an attitude and behavioural change 

in organisational and social norms. The expected economic and social 

impact from the inclusion of more women in organisations and society 

should be considered as the required structural and procedure 

improvement. Institutional change has become necessary for 

organisations to capitalise on the competitive advantage and build 

sustainable economic growth possible with a diverse workforce. Dacin, 

Goodstein and Scott (2002:46) further informed that the  

“phenomenon of deinstitutionalisation is the process by which 
institutions weaken and disappear. A broader context of 
institutional change, since the weakening and disappearance of 
one set of beliefs and practices, is likely to be associated with 
the arrival of new beliefs and practices. Institutional change and 
deinstitutionalisation can be influenced by social pressures 
associated with differentiation of groups (for instance, 
increasing workforce diversity), and changes in laws or social 
expectation that might hinder the continuation of a practice”  

 

Olive (1992), as cited by Whiting (2007:3), enlightened the perspective 

of institutional change through the lens of deinstitutionalisation as a 

“process by which the legitimacy of an established or institutionalised 

organisational practice erodes and discontinued.” Furthermore, 
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suggests that the increased change in women's labour force 

participation and success in traditional male-dominated organisations 

will tend to deinstitutionalise institutionalised policies and practices 

that perpetuate stereotypical roles and behaviours. Political pressure, 

function and social influence are key drivers for institutional change. 

Political pressures relate to changing power disruptions that result in 

conflicting internal interests, which can occur with increased workforce 

diversity. Functional influence relates to the attitude change from the 

perceived economic and social usefulness of employing women in an 

organisation’s leadership position. Finally, social influence relates to 

unlawful discrimination on the grounds of gender in all aspects of 

employment, including recruitment, promotion, training opportunity, 

and termination. Allowing for the formulation and adoption of policies 

and practices that eliminate overt gender-biased procedures.  

Peters (2000) suggests two types of institutional change that support 

Oliver (1992) that are essential in mitigating gender inequality in 

management. One is internal deinstitutionalisation, discarding 

outdated policies and structures to adopt new ideas. Two is the change 

in the values and/or structures characterising institutional behaviours. 

Chang and Evans (2000:9) want researchers to understand that 

“Changing the balance of power between existing interests 
(which is necessary for an institutional change) is not going to 
be instantaneous or straightforward but will have to involve 
changes in deeper institutional structures...Institutional 
changes are driven by interests, they argue that institutional 
changes are simultaneously material and symbolic 
transformations of the world, which involves not only shifts with 
the structure of power and interests but in the definition of power 
and interests.”  
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Through globalisation confronting organisations, change has become 

necessary to avoid stagnation and decline. Therefore, organisations 

must be capable and willing to make complex changes to remain 

relevant and competitive and meet evolving political, functional, and 

societal demands. Such changes would unveil tremendous 

opportunities for organisations to experience the power and possibility 

of developing a diverse and inclusive system (Zapata, 2018). The 

complexities of global change push organisations to adapt and 

dramatically alter their competitive advantage and survival 

(Greenwood and Hinings, 1996). One of the ways to achieve 

competitive advantage is by providing an opportunity for women within 

their structures as underutilised human resources. Thus, promoting 

diverse thinking and operations.  

The process of institutional change manifests as an organisation 

moves from its present condition to its desired state. In particular, 

improving and adapting its utilisation of the resources available 

concerning the contribution of women in leadership to continue to 

create value and survive (Luhman and Cunliffe, 2013:111). 

Implementing change may produce conflict with employees because 

of a perceived threat to their need to secure their trusted system. 

Therefore, employees cling to the established procedures familiar to 

them and resist change (Browne and Holdsworth, 2017). The idea of 

change terrifies and discomforts individuals as they are asked to 

stretch out of their comfort zones (Brower, 2020).  
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Their comfort zone relates to their traditions and customs passed 

down through generations. Therefore, resistance to change ensures 

that the individual and society try to preserve ‘how things are done’. 

The taken-for-granted behaviour that has become rooted in the 

foundations of the organisations needs to be challenged and hotly 

contested. Therefore, powerful targeted efforts are required to change 

these characteristics' potency over time (Dacin, Goodstein and Scott, 

2002). The model of institutional change and innovation must predict, 

as stated by (Davis and North, 1970:132): 

1. whether the newly emerging institution will be purely 
individuals, involve some form of voluntary cooperation 
or rely on the coercive power of government and 

2. it should provide some estimate of the time that is likely 
to elapse between the initiating disequilibrium and the 
establishment of the new institution 
 

This research seeks radical change within the institutions that hinder 

female social mobility and present as a barrier to women’s 

advancement in leadership in the Nigerian service sector, such that, 

according to Greenwood and Hinings (1996:1026), organisations 

move from one template in use to another. The term template in use 

relates to the organisation’s current structure and practice, some of 

which are highly disadvantageous to women. Greenwood and Hinings 

(1996:1035) outlined four generic patterns that show an organisation’s 

value commitment to radical change:  

1. Status quo – in which all groups are committed to the 
prevailing institutionalised template-in-use 

2. Indifferent – in which groups are neither committed nor 
opposed to the template-in-use. This situation is 
frequently one of unwitting acquiesce 
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3. Competitive – in which some groups support the 
template-in-use, whereas others prefer an articulated 
alternative (the articulated alternative would have its 
origin in the institutional context) 

4. Reformative – in which all groups are opposed to the 
template-in-use and prefer an articulated alternative  
 

The aim is for organisations to commit to achieving a reformative 

radical change that seeks to identify and articulate a gender-inclusive 

organisational practice. An alternative that will promote women’s 

involvement within their structures. Such change requires 

organisations to understand their desired alternative and how to get 

there, including having the proper skills and competence to function 

within this new template in use (Greenwood and Hinings, 1996). One 

of the main aims of this research is to advocate for the benefit of 

building a gender-inclusive organisational culture within organisations 

in the service sectors and present robust recommendations to guide 

the development of inclusive cultures. 

Institutions should strive towards conscious forms of institutional 

change, whereby they deliberately negotiate their ideal institution 

through proper research and outline the rules to adopt (Thiel, 

Pacheco-Vega and Baldwin, 2019). The call for institutional change 

within the Nigerian formal service sector is due to the institutional 

failure to design its institutional structure and practices to incorporate 

more women in decision-making. Therefore, this research and various 

interest from institutional leaders will begin the process of institutional 

change by introducing ideas for an institutional redesign (Lee, 2017). 
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The UN Secretary-General Antόnio Guterres, in an interview with the 

New York Times (Donner and Gupta, 2020), shared some thoughts 

and strategies initiated within the UN to tackle gender inequalities 

within their organisation. Highlighting the circumstance leading to his 

appointment, despite 13 candidates being women, depicts the 

reproduction of male dominance within the organisation. However, the 

main focus is the UN’s approach to combating gender inequality, as 

they have achieved gender parity at the most senior levels of 

management and further plans to bring parity to all levels of the 

organisation by 2028, two years before the 2030 deadline. The UN is 

geared towards initiating a radical step forward to change the male-

dominated view of the world as the patriarchal structures of society are 

still deeply rooted and need to be shaken to allow women to take 

power.  

The deep-rooted patriarchy within Nigerian institutions has created a 

gender power gap in economic, political, societal and cultural spheres. 

Even in this modern age, and less than ten years till the SGDs 

deadline, women are still frequently denied a voice, their narrative is 

unheard, and their choices and experience are either ignored or 

discounted (Okogba, 2020). The phrase “we can’t be what we can’t 

see” (McKinnon, 2020:1) greatly summarises the reality facing the 

implementation of sustainable strategies to tackle gender inequality. 

Visibility and representation of women are important to change the 

narrative and showcase role models. More representation of 

prominent and notable women leaders is vital to change the notion of 
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‘it’s a man’s world’. There is a need for the media to reshape their 

narrative of the world and the expected role of women that would 

transform the image and the place of women within society through 

positive representation.  

The World Economic Forum 2020 (Tastad and Bass, 2020) 

emphasises that women should no longer be the sole focus in the 

efforts for gender equality. The current approach to gender equality is 

still highly ineffective. The estimate suggests that closing the gender 

gap in women's economic participation requires 257 years compared 

to 202 years in the 2019 report. The focus on gender inequality 

regarding women’s disadvantage, discrimination and exclusion in 

decision-making and political platforms must be integrated with 

revealing men’s privilege. Affirmative action men benefit from and the 

monopoly of power by men (Flood, 2020). This will enable a more 

rounded view of gender inequality; thus, sustainable strategies would 

simultaneously question the root causes of women's discrimination 

and men’s privilege in the quest for gender equality.  

Nigeria’s patriarchal institution has undermined women’s political, 

social, and economic mobility. With the hope of grasping a holistic view 

of knowledge presented as truth, it is important to retrieve and reveal 

as many different perspectives as possible. Meyer et al., (2009:5) 

demand close attention to power, domination, and inequality in the 

development and transformation of institutions. Thereby, unveiling the 

perspective of women as the subordinate group is vital to transforming 

institutions, changing the power structure, and developing a gender-
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inclusive institutional culture. The knowledge embedded in the 

development of institutions is based on the male experience. This has 

led to the push for feminist knowledge, which seeks to bring to 

discourse women’s experience that has been discounted. From a 

feminist perspective, there is an opportunity to develop tools and 

research for transformation analysis and action (Ahikire, 2014). 

Especially in light of the current pandemic, successful recovery from 

Covid-19 and getting back on track to achieving gender equality 

requires women’s active participation. Analysis by Freund and Hamel 

(2020) informs that many economies lack the necessary legal and 

regulatory framework to support women’s economic participation 

before the pandemic and especially during and after the crisis. In an 

ideal world where women have more bargaining power at home, 

access to finance, protection from violence and equality in 

employment opportunities in all sectors, women will be more equipped 

to withstand the economic shock of the pandemic. It is more important 

than ever to establish gender mainstreaming procedures as a major 

strategy for ensuring the incorporation of gender perspectives in all 

societal, political and economic development in tackling the pandemic 

and continuously promoting gender equality (United Nations, 2001). 

This ensures that women and men can influence, participate in and 

benefit from the recovery efforts.  

ILO (2017) informs that gender mainstreaming assesses the 

implications for women and men in any planned actions. This includes 

legislation, policies, and programmes in all spheres. This strategy 
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considers the concerns and experiences of women and men as an 

integral part of the design, implementation, monitoring and evaluation 

of policies and programmes in all political, economic, and societal 

spheres. As a result, both women and men benefit equally, and 

inequality is not perpetuated.  

The analysis conducted on the institutional attitudes and 

organisational practices focused on Nigeria is a needed first step to 

bridging the gender gap in women’s economic participation. This will 

enable the integration of various perspectives to change that will 

improve gender equality. It will encourage a feminist view that 

considers women’s concerns and experiences to the changes in 

informal, intangible levels of women’s and men’s consciousness. The 

informal cultural norms and social institutions that govern individual 

mindsets to the formal, tangible access to resources and formal 

institutions and services (UN Women, 2014). Suitable research and 

analysis will therefore inform sustainable strategies.  

Situating this research from a radical feminist perspective, it believes 

that men’s oppression of women is primary and serves as a model for 

all other oppression. Knowledge within this perspective must be 

developed by women and based on their experience (Denmark, 

Rabinowitz and Sechzer, 2016:16). Therefore, a postmodern feminist 

qualitative case study research will be conducted that would place 

women at the centre of research to produce knowledge. Women within 

three key sectors in the Nigerian service sector will participate in focus 

groups or interviews to shed light on the prevailing barriers to women’s 
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leadership advancement and offer sustainable recommendations to 

mitigate the leadership gender gap. The following chapter will discuss 

and justify the methodological choice for this research and will detail 

the data collection process. 

 

3.7 – Summary 

This chapter has presented a comprehensive, holistic analysis and 

justification of institutional theory and links to the Nigerian 

environment.  The deconstruction of Nigeria's social, political, and 

economic institutions through a feminist perspective demonstrates 

gender parity at the foundation of institutional construction. The use of 

deconstruction as an analytical tool within the feminist institutional lens 

provided insight into the social, political, and economic construction of 

power and knowledge as reality is created by those individuals in the 

position of power. In the case of Nigeria, patriarchy constructs and 

maintains power and knowledge through discourse that reinforces 

societal inequality. The stages of institutionalisation have been 

discussed and demonstrated the influence the established normative, 

cognitive, and regulative rules have on institutional culture. Poor 

governance and weak regulation implementation mean that 

progressive gender-inclusive policies are not fully implemented, 

contributing to the persisting gender gap in leadership. The need to 

tackle informal institutions in structural and procedural reforms within 

institutions is vital to ensuring the expected change over time, as 
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informal institutions are at the centre of gender inequality and the 

resistance to institutional change.  

The following chapter discusses the methodological choice of this 

research and the data collection process to shed light on women's 

experiences within their industries.  
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CHAPTER FOUR 
Methodology and Research Methods 

 

4.1 – Overview 

This section will explain the research stages outlined in chapter one. 

Identifying and justifying the methodological research choices and the 

research paradigm within the ontology and epistemology stance 

underpins this research. A postmodern feminist approach will be 

discussed in detail to align this perspective to the research as a 

contemporary critical perspective on traditional methods. Adopting a 

radical feminist stance within this approach places women at the 

centre of research to unveil the prevailing barriers to women's 

occupational mobility within the service sector and the need to 

restructure institutions to be gender-inclusive. This chapter will discuss 

the debate on research philosophy and the appropriate classification 

suitable for this qualitative research to present a clear picture of the 

place and purpose of this research. Justifying the use of multiple 

sources of evidence within this case study approach to generating 

knowledge to inform the development of policies and procedures for 

building a gender-inclusive institutional culture in the Nigerian service 

sector.  
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4.2 – Research Philosophy 

The debate on the foundation of research philosophy highlights a 

contradiction in the best philosophical approach for a particular project 

(Mkansi and Acheampong, 2012). Parker (2018) informs that 

qualitative research is essential in Business Management as a tool to 

offer knowledge, critique, and foster transformation. O’Dwyer and 

Bernauer (2016) defines research as a scientific inquiry and the 

systematic process of investigating phenomena by examining the 

currently unknown. Qualitative research presents a process for 

researchers to construct versions of participants' realities to illustrate 

the studied phenomena (Flick, 2009). The phenomenon being studied 

is unveiling the prevailing barriers to women’s occupational mobility in 

Nigeria’s formal service sector. Denzin and Lincoln (2018) state that 

qualitative research involves practices that make the world visible. The 

practices transform the world by turning them into a series of 

representations and bringing meaning to the phenomenon being 

studied.  

This approach has become popular with feminist research that seeks 

to make the invisible visible by spotlighting women as competent 

actors. Connected to social change and policy recommendation, 

contribution to the welfare of women and contributing to knowledge 

(Reinharz, 1992). Aligned with an explorative perspective will give 

value to this research which seeks to discover what is happening in 

Nigeria’s formal service sector, including ICT, Financial Institutions 

and Higher Education, paying attention to issues of women’s inclusion 
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and prevailing barriers to their career advancement into leadership 

positions. To give insight into these issues, use will be made of in-

depth interviews and focus groups involving women in these sectors. 

Women in entry-level, middle-management and leadership positions 

can share their experience on the prevailing barriers to women within 

their sectors (Saunders, Lewis and Thornhill, 2012).  

Saunders, Lewis and Thornhill (2019:5) define research as a process 

that is undertaken systematically with a clear purpose to find things 

out. Research is the creative, in-depth and systematic work 

undertaken to increase knowledge of culture and society and to utilise 

knowledge findings for a diverse new application (Winit-Watjana, 

2016). This research aligns with a new perspective on women and 

leadership by critically challenging the cultural and societal knowledge 

of women in leadership to develop new knowledge. This research falls 

under Business and Management qualitative research, which needs 

to engage with the world of theory and practice (Saunders, Lewis and 

Thornhill, 2019). A research theory aimed at improving the 

understanding of women's prevailing barriers in Financial Institutions, 

Information and Communications Technology (ICT), and Higher 

Education in Nigeria’s formal service sectors. This will result in 

revealing recommendations to mitigate the gender gap in leadership. 

The new knowledge generated will be of value to organisations as it 

will impact the development of sustainable gender-inclusive policies 

(Saunders, Lewis and Thornhill, 2019). 
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Research philosophy, as defined by Ryan (2018), is what the research 

perceives as truth, reality, and knowledge. The philosophy outlines the 

beliefs and values guiding the data collection and analysis research 

design. Conducting research is a rigorous and systematic approach to 

data collection and analysis in exploring contexts and questions 

(Justham, 2006). Addressing the use of qualitative research in the 

social sciences, Huberman and Miles (2002) acknowledge the 

continuous expansion of qualitative research that encompasses case 

studies, ethnographies, and narrative or discourse analysis to 

investigate and report on phenomena.  

Saunders, Lewis and Thornhill (2019) explain that research philosophy 

refers to beliefs and assumptions about the development of knowledge 

the research adopt, including but not limited to ontological, 

epistemological, and axiological assumptions. According to Winit-

Watjana (2016), research philosophy establishes the school of thought 

that underpins the development of knowledge and the nature of that 

knowledge to research. Research philosophy relates to the 

development of knowledge and the nature of that knowledge 

(Saunders, Lewis and Thornhill, 2012). 

There are three main philosophies involved in research, ontology, 

epistemology, and axiology. Grix (2004) believes that ontology is the 

starting point for all research, as (Grix, 2004) and Saunders, Lewis and 

Thornhill (2019) define ontology as assumptions about the nature of 

reality, which are concerned with what we believe constitutes social 

reality. Ontology research aims to replicate the reality within the 
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research context; it studies conceptual reality and delves into 

questions of existence (Fellows, 2015: 12 & 70). Epistemology is a 

branch of research philosophy on the theory of knowledge that focuses 

on origin, nature, methods, and limits to human knowledge. Axiology 

is the research on personal values, ethics and aesthetics and their 

association with knowledge. These philosophies are the building 

blocks of research that form the foundation.  
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Figure 4.1 – The Building Blocks of this Research 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Adapted from Grix, 2004 

Ontology Epistemology 

Gender inequality in 

Nigeria. The barriers 

to women’s 

occupational mobility 

A postmodern radical 

feminist perspective. 

Socially constructed - 

placing women at the 

centre of this research to 

produce knowledge 

through their experience  

A qualitative case study 

approach using multiple 

sources of evidence in 

the formal service sector 

of Nigeria 

Conducting Interviews and 

Focus Groups with Women 

Women in entry-level, middle-

management and leadership 

positions in Financial Institutions, 

ICT and Higher Education  

Methodology Methods Sources 



 

186 
 

 

Figure 4.1 shows the interrelationship between the building blocks of 

this research. Outlining the direction, logic and relationship between 

the key components of this research (Grix, 2004:67). The ontological 

and epistemological position has shaped the interview questions and 

the method used to answer them. Thereby ensuring that there is a 

thread that connects the whole research. Grix (2010:59) emphasises 

that ontology is the starting point for all research that highlights the 

nature of social reality to be investigated. Ontological assumptions are 

impossible to refute empirically, as it is through research and 

discourse that unveiling the knowledge surrounding the social reality 

research gives clarity to what we know to be a reality. 

Furthermore, he highlighted that the umbrella of ontology contains 

‘objectivism’ and ‘constructivism’. Objectivism asserts that social 

phenomena and their meanings have an existence that is independent 

of social actions. In contrast, constructivism believes that social actors 

continually construct social phenomena and their meanings.  

According to Fellows and Liu (2015), the ontological approach will 

shape the representation of the phenomena under study, guide the 

choice of appropriate research methods, and the impact of nature to 

create knowledge and propositions. The representation under study 

includes organisations, individuals’ working lives and organisational 

events. It determines how this research sees the world being studied 

and highlights what to research (Saunders, Lewis and Thornhill, 2019). 
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Ontology studies what constitutes realities and the nature of existence 

(Gray, 2017). It identifies and embodies ‘what is’. The nature of society 

for women in Nigeria is one of inequality and oppression, and the 

reality of existence in Nigeria is one where men dominate power. 

Nigeria, a patriarchate country, has systematically pushed women to 

the background (Falola, 2007).  Abubakar (2017) further highlights 

what constitutes realities for women in Nigeria, as traditionally and 

naturally, they remain mothers, sisters, daughters, and wives. 

However, beyond these natural roles, opportunities for women's 

inclusion in economic opportunities are lacking.  

If ontology is about what we may know, which can be linked to the 

oppression and discrimination of women, then epistemology is about 

how we come to know what we know. Our knowledge has been 

developed through the experience of our reality (Grix 2004). This 

philosophy focuses on the assumptions about the nature of reality, 

articulating the nature and structure of the world (Shisanya, 2019). The 

nature and structure of the world are the global gender inequality in all 

spheres, as women are identified as the marginalised group in social, 

economic, and political spaces. Secondly, epistemology is another 

core branch of philosophy, which is concerned with the theory of 

knowledge, especially its methods, validation, and possible ways of 

gaining knowledge of social realities (Grix, 2004). It focuses on the 

knowledge-gathering process to develop better theories than existing 

ones.  
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Identifying this research’s ontological and epistemological stance will 

establish a holistic view (Shisanya, 2019) of how knowledge of gender 

is perceived in Nigeria and place women at the forefront of this 

research to provide knowledge and truth through their experience of 

the prevailing barriers to women's occupational mobility. Prasad 

(2005:159) addresses the discrimination women faces in the 

workplace as the practices and policies systematically place women 

to occupy underpaid positions without many career prospects.  

In this case, women constitute social actors and the representation to 

create knowledge and truth in revealing the prevailing barriers to 

women’s leadership advancement within their sectors. They will clarify 

what we know as the reality of women in Nigeria and their institutions 

– gender inequality in leadership opportunities for women as it 

emphasises that Nigerian women continuously struggle to gain 

economic opportunity and equality. 

 

4.3 – Research Paradigm and Methodology 

A research paradigm is a philological framework that sets out a belief 

system that guides research actions (Winit-Watjana, 2016). A 

research paradigm is most effective in describing a certain approach 

to studying a specific topic (Grix, 2004). The most common research 

paradigms used under epistemology are positivism, interpretivism, 

constructivism, and postmodernism. Positivism is considered 

empiricism research which believes that knowledge should be 
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objective and free of bias from the research (Ryan, 2018). It claims 

that science provides the clearest possible idea of human knowledge 

and reality (Cohen, 2017). It relates to the philosophical stance of 

natural scientists and entails working with an observable social reality 

to produce a law-like generalisation of knowledge (Saunders, Lewis 

and Thornhill, 2019:144).  

Interpretivist argues that truth and knowledge are subjective, including 

culturally and historically situated, based on people’s experience and 

understanding (Ryan, 2018). Furthermore, this epistemological stance 

treats reality as fluid and considers that people’s truth lies within their 

reality through their beliefs, culture and consciousness (Shisanya, 

2019).  Constructivism believes that understanding the world within the 

research context can only be achieved from the inclusion and the 

standpoint of the individuals involved in the ongoing action being 

investigated (Cohen 2017:17).  

Finally, postmodernism challenges positivist views and adopts a 

pluralist viewpoint that acknowledges multiple, coexisting realities 

rather than a single reality (Cohen 2017:16.). It refers to the 

questioning of a dominant cultural tradition that poses as the ideal 

positivist scientific explanation of physical and social reality, without 

taking into consideration the diverse society we live in and ignoring 

different perceptive such as women and ethnic minorities (Pring, 

2010:112-113). As explained by Grix (2004), postmodernism is an 

ontological position that views with scepticism the notion that 

‘traditional’ knowledge is truth and establishes the patriarchal belief 
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that men are only suitable to lead (epistemological positions). 

Saunders, Lewis and Thornhill (2019) explain that postmodernism 

highlights the roles and importance of language and power relations, 

seeking to question the accepted ways of thinking and give voice to 

alternative marginalised views. Thereby critiquing the power relations 

that sustain dominant realities as acceptable truth and knowledge.  

This research adopts a postmodernist approach to explore the 

inequalities in Nigerian women’s economic participation. The aim is to 

identify the ways of thinking that have developed a status quo and 

established discriminatory thinking and behaving that have constituted 

barriers to women’s career advancement. Confronting the validity of 

the values underpinning the Nigerian culture and presenting a route 

for a rebirth of an entire cultural perspective that envisages a ‘good 

society’ by enlightened thinkers that includes women (Bert, 2006).  

 

4.4 – Post-modernism Feminist Approach  

Kilduff and Mehra (1997) set out an argument focusing on postmodern 

research in pursuit of the revolutionary challenge of conventional 

wisdom. Researchers can mix and match various perspectives in 

research to gain the freedom to grant privileged access to those with 

the truth on cultural practices embedded in their societies. Therefore, 

by establishing the collective importance of individual perceptions and 

experience, researchers can make sense of social constructs within 

their world.  
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The focus of this research aligns with a postmodernist research 

paradigm as it critiques the dominant societal reality of Nigeria through 

a feminist perceptive to develop new diverse theories of knowledge to 

improve women’s occupational mobility. This research has followed 

the path of challenging traditional concepts of knowledge and presents 

a new contemporary perspective on leadership. The theory of 

knowledge based on postmodernism critiques modern cultures and 

communications and bring-forth a change in cultural understanding 

and practice through transforming past reality (Leslie, 2017:7-9). This 

philosophy argues that the perception of knowledge is partial because 

it is based on the perspective of the culture and language of that time. 

Therefore the knowledge produced serves the interest of that culture 

and fulfils a purpose at that particular time (Knight and Turbull, 

2008:71). 

A British artist first used postmodernism to describe his work in the 

1870s. Over time, the views on postmodernism have transcended 

literature and social concepts to associate with cultural and academic 

disciplines fully.  The work of Michel Foucault (Leslie; 2017:8) gave 

rise to postmodernism through his critique of truth and power and their 

influence on knowledge. Since knowledge is only produced from a 

place of power, therefore questions about the legitimacy of such truth 

in the knowledge produced concerning the marginalised and silenced 

group. Furthermore, as elaborated by Prasad (2005:253), Foucault’s 

views on power and knowledge highlighted that one could not be 

separated from another and that where power was exercised is also 
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where knowledge is produced. Therefore, the adoption of 

postmodernism in research will focus on those populations without 

power and thereby without the opportunity to produce knowledge, with 

an interest in recovering lost, marginalised, and silenced voices.  

Secondly, the work of Jacques Derrida uses deconstruction from a 

feminist postmodernist stance to analyse the extent to which women’s 

experiences may be constructed within discourse, practices and 

power relations (Baxter, 2003). Derrida’s deconstruction has been 

utilised throughout this research analysis as it allows for textual 

analyses to expose weaknesses, with the intent of repositioning 

textual utterances to destabilise established hierarchies of thoughts 

and eventually put forward new diverse language (Prasad, 2005). 

Therefore, the focus on women’s experiences is vital to this research 

to put forward diverse information on the truth about the realities 

women face in their sector. Giving voice to their truth will place them 

at the forefront as knowledge producers. As  Gorelick et al., (1991:463) 

state, ‘giving voice’ is a progressive development in the feminist theory 

as it goes beyond criticism of women's oppression tools to the quest 

of identifying liberating strategies.  

Smith (1997:394) explains that women’s experience has the authority 

and is the foundation of this research. She describes their experience 

as ‘explosive’ and ‘fruitful’, as they give direct access to their world. 

Their experience constitutes knowledge of organisational practices 

within their workplace. Hekman (1997) further informs that women’s 

experience goes beneath the surface of appearance to reveal the real 
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but concealed social relations through their different experiences. 

Women speaking from their experience has been a fundamental 

commitment of feminist research and the women’s movement as it 

remains at the foundation of the method of inquiry (Smith, 1997). Such 

research emphasises how society can be organised to transform 

patriarchy and promote the good of women rather than only the good 

of men (Dean and Stevens, 1998). 

In recent times, the research from Jackie Ford on leadership and 

contemporary critical analysis further aligns and justifies the 

postmodern view of this research, as it enables the challenging of 

basic assumptions towards traditional leadership as the basis of truth 

and knowledge. A feminist postmodern approach illustrates how 

existing management theories on leadership assume male 

stereotypical power and attitude, which embodies the ideal leader as 

male (Ford, 2015). In foresight, adopting postmodern feminist 

epistemology will destabilise gender categories and expose the 

development of leadership presence inclusive of women (Dean et al., 

2019).  

Furthermore, adopting a feminist approach that seeks to acknowledge 

the gender bias and oppression of women in a patriarchal society like 

Nigeria will unveil the hegemonic social perspective in cultures that 

continues to attribute women's abilities, career choice and 

competence that are less valuable to those of their male counterparts 

(Simone, 2019). As defined by Woodiwiss, Smith and Lockwood 

(2017:14), feminist research is a social and political movement. This 
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ideology shares a common goal to define, establish and achieve 

political, social and economic equality of all gender identities and 

sexes. So that society can better understand and improve the lives of 

women. This would be achieved by making issues of gender 

relationships and patriarchal power structures central to the design of 

the qualitative interviews (Simone, 2019). Through this process, this 

research will discover how women as the marginalised group can 

become empowered by changing the dominant patterns in 

organisations and the ideologies that underline discriminatory 

practices (Baxter and Braithwaite, 2008:326). 

Mortan and Wilkinson (2008) highlight that feminist research raises 

questions about ontology, the reality and view of the society in Nigeria, 

gender inequality, and the epistemology that seeks to express 

knowledge and how knowledge can be derived. Furthermore, firstly 

feminist research aims to build knowledge and achieve social change. 

Secondly, put women at the centre of the research process to give 

meaning to the realities of their world. They also accept that such 

research is often undertaken in a patriarchal organisation and 

environment such as Nigeria. 

Feminist qualitative research on gender and leadership examines how 

Nigerian organisations' national and organisational culture and 

leadership styles are deconstructed to reveal its practices, discourse, 

and implications of control of women’s lives and suggest avenues for 

resistance and intervention (Olesen, 2018). Thereby articulating 

thoughtful and realistic suggestions for change or transformation with 



 

195 
 

the participation of women. Cohen (2017) and Davis and Hattery 

(2018) emphasise the commitment of feminist research to 

understanding, exposing and identifying a mechanism for reducing 

gender inequities through deconstructing the traditional views on truth. 

To fully present the perspective of women through a postmodern lens, 

a feminist approach to the analysis will be followed, as this approach 

correlates with a postmodern philosophy that sociological positivist 

knowledge excludes women and only concentrates on men’s 

perspectives of living. Most especially, it highlights those traditional 

masculine theories created through a masculine standpoint for the 

consumption of men (Littlewood, 2014:15-16). Conducting this 

research through feminist empiricism understand that the current 

sociology knowledge will be further enriched by including women’s 

experiences and narratives and documenting women's contributions 

through an open-minded study that aims to mitigate the bias towards 

women (Littlewood, 2014:23).  

Davis and Hattery (2018:51) contribute to the definition of feminist 

research as any research to increase empirical understanding of the 

processes of how inequality is reproduced with a focus on eradicating 

it. The research includes investigations into oppressed groups' 

experiences and a structural investigation into the practices that 

reproduced such inequality. The investigation into the experience of 

the oppressed group is to build a broad range of knowledge and 

narrative that the traditional male-dominated privilege of having 

access to information and power has denied research. Therefore, 
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feminist epistemology advocates for including marginalised groups to 

gain a wide range of experience in knowledge production to build a 

more inclusive story.  

Feminist epistemology underpins this research, addressing existing 

knowledge saturated with a male perspective that presents knowledge 

as truth. Knowledge is constructed through social-cultural values that 

are shared from human experience. Therefore, excluding women's 

experience from the construction of knowledge has created a 

marginalised group whose human experience has not been 

considered (Krijnen, 2017). This research focuses on women as the 

marginalised group and demonstrates objective knowledge through 

unravelling social structures and presenting the narrative of women. 

Leslie (2017:175) emphasises the importance of feminist methodology 

as it first  

“brings women and women’s voices into the research process, 
and thus into knowledge. Secondly, feminist methodology 
critiques the research process in terms of power relationships 
to avoid doing direct or indirect harm to the people studied. 
Thirdly, feminist methodology encourages research that 
benefits women and improves the societies in which women 
live”. 

 

The decision to adopt a feminist research method is in response to the 

dominant patriarchal and hierarchal standards that have subjugated 

women for generations. Thereby placing women at the centre of this 

research analysis by providing an opportunity for them to share their 

experiences and knowledge to advance social justice and achieve 

social change (Burgess-Proctor, 2015). Implementing a feminist 



 

197 
 

perceptive to this research is because of the interest in gender in 

research and the desire to inform the development of more equitable 

policies that would increase women's leadership opportunities in 

Nigerian organisations. This will lead to developing actionable social 

change strategies for gender equality and transforming existing 

organisational patriarchal structures. 

The feminist methodology is concerned with analysing social 

knowledge and reality produced and the connection to the realities of 

women. It addresses the domination of men and the lack of 

consideration of women in the knowledge of social life (Landman, 

2006). Through this methodology, this research will continuously 

critique the patriarchal social structures in Nigeria that hinder the 

contribution of women and seek to reshape the narrative that reflects 

the voice of women (Mikkola, 2016). The goal of using a feminist 

methodology is to alleviate the gender-based inequalities and 

women's oppression through 1) analysis of the national and 

organisational culture that serves as a barrier to women, which has 

been conducted in previous chapters, and 2) the interpretation of in-

depth interviews and focus groups conducted with women in 

organisations of the prevailing barriers they endured to advance to 

their current positions, and the strategies necessary to mitigate the 

gap between gender and leadership.  

This approach will address the male domination of organisations and 

the constraints on women's participation and experience. Therefore, 

the collaboration of a feminist postmodern epistemology presents a 
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platform for this research to tackle the issues of women in leadership 

and how as a society, we can bridge the gap between gender and 

leadership by gathering data from interviews and focus group 

discussions. It seeks to capture the representation and interpretation 

of social behaviour and understanding actions because knowledge 

and truth are contributed through a knower's experience in the social 

world. Therefore, from a feminist perspective, knowledge must be 

highlighted through a discourse on women’s social experience and 

understanding of structures (Smith, 2016:73 & 83).  

Olesen (2011:135) further informs that feminist qualitative research is 

under critical scrutiny on a key feminist concept. For example, putting 

voice and experience at the heart of the research is not a self-

authenticating claim to knowledge. Merely focusing on experience 

does not account for how that experience emerged and may lead to 

replicating oppressive systems rather than criticising them. Prasad 

(2005:180) explains that postmodern research is criticised for the 

universal grouping of Western feminist research to the rest of the 

world. They have been criticised for their tendencies to categorise 

women as a particular group based on their shared oppression but fail 

to factor in the issues of concern to non-white and Third-World women. 

Hughes and Sharrock (1990) state that, broadly speaking, carrying out 

research stems from the desire to discover something that is not 

directly known. The research in Social Sciences emerged from the 

political, economic, and social concerns of ordinary life. However, 

qualitative researchers are criticised for adopting this approach 
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because they are considered ‘soft’ scientists and termed 

unscientifically, only focused on exporting or subjective (Denzin and 

Lincoln, 2018). Prasad (2005:179) further adds to the criticism. He 

states that feminist research's “unwavering commitment to social 

change has made it the target of much criticism that accuses it of being 

overly political and lacking scientific neutrality”. However, the 

resistance to patriarchy and the urge for social transformation strongly 

align with the politics that structure and govern women’s everyday 

experiences.  

Ukagba (2010) argues that a feminist perspective in research provides 

a new way of engaging in philosophy different from the traditional 

male-dominated philosophical approach because the traditional 

approach is not gender-neutral. Furthermore, he outlines three 

feminist stances that can be adopted as radical, social, and liberal 

feminists. Stating that radical feminism focuses on women-only 

campaigns and demonstrations to build women’s space and culture. 

To further elaborate on a radical feminist standpoint, (Prasad, 2005) 

emphasises that this standpoint pursues questions on the exploitation 

and oppression of women. It seeks to highlight the pervasive system 

of stratification that emerges from organisations and social 

reproduction of the established taken-for-granted behaviours that 

consistently lock women into subordinate positions and structures that 

control them. Radical feminist standpoint believes that gender 

inequality is the foundation of all women’s oppression and is 

reproduced in the patriarchal system that promotes male domination 
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over the female gender. Furthermore, this position urges the 

abolishment of patriarchates to end women's oppression (Vukoičić, 

2015). 

Social feminist emphasises the importance of building an alliance with 

other oppressed groups and engaging in dialogue on the importance 

of feminist struggles about how gender oppression is continuously 

reinforced in organisations and family. This view of feminism 

recognises the role of capitalism in the oppression of women and all 

people and insists that capitalism should be viewed as the primary 

oppression in the world and, therefore, pre-dates patriarchy (Mackay, 

2015). Aligning with theory from the works of Marxism, Engel and 

Babel, socialist feminism adopts the idea that economic and dominant 

family structures are the root causes of women's oppression (Yusuff, 

2014).  

Finally, liberal feminism, also called equal-rights feminism, focuses on 

reforms rather than explicit revolution (Mackay, 2015). The 

concentration is on lobbying governments for pro-women reforms and 

influencing decision-makers (Ukagba, 2010). They aim to form political 

organisations that tackle and eradicate inequalities in public life, such 

as the underrepresentation of women in political and managerial 

positions (Arua, 2010). Furthermore, Prasad (2005) emphasises that 

liberal feminists are primarily interested in improving women’s legal 

status, ensuring equal pay and redesigning institutions into places 

women can pursue lucrative and fulling careers.  
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This research aligns with a radical feminist perspective, as it adopts 

the view that patriarchal norms promote men's domination and 

exploitation of women (Amadi and Onyia, 2019). It is at the foundation 

of the oppression of women and the inequality in leadership. Yusuff 

(2014) emphasises that radical feminism aims to reshape society and 

restructure institutions that they consider inherently patriarchal. 

Therefore, they are denied access to positions of power because the 

expected subservient role of women in society is too closely woven 

into the social fabric and requires a revolutionary revamping to 

restructure society and its culture to become inclusive. This stance 

urges the abolishment of patriarchates to end women’s oppression 

(Vukoičić, 2015) and create gender-inclusive institutional practices. 

Devault (2018) enforces that feminist research provides an avenue for 

critique by reflecting and drawing attention to a diverse and repressed 

human experience often neglected in scholarly work and ultimately 

aims to present strategies to effect change. Such researchers are 

concerned and committed to exploring the discourse, policies, and 

practices that shaped the lives of women at work and what constitutes 

women’s work. 

 

4.5 – Qualitative Case Study: Nigeria Service Sector 

Eisenhardt (1989) informs that case study research is a strategy that 

focuses on understanding the dynamics present within a setting. This 

can involve either a focus on single or multiple cases and numerous 



 

202 
 

levels of analysis. It can be used to provide a description, test theory, 

or generate theory. The case to be studied can be chosen at the micro-

level, focusing on a person or interpersonal relation. The Meso level 

focuses on organisations and institutions. Finally, the macro-level 

deals with communities, democracies, and societies. The research 

involves one or multiple actors at these levels(Schwandt and Gates, 

2018). This research focuses on the Meso level of organisations and 

institutions.  

Meyer et al., (2009) inform that a case study requires empirical 

evidence from real people in real organisations to make an informed 

original contribution to knowledge. Implementing this approach from a 

critical stance will involve a critical reflection on current practices, 

questioning the taken-for-granted assumptions and critiquing the 

status quo of institutions. The focus of this research is to develop an 

understanding of the prevailing barriers to women advancing into 

leadership positions in the Nigerian service sector and to inform the 

development of strategies and policies that will cut across industries 

to mitigate the gender gap in leadership.  

Addressing the barriers to women in leadership in Nigeria’s formal 

service sector requires an integrated inquiry from multiple sources of 

evidence to provide a holistic view of women's issues in advancing into 

leadership positions. A qualitative case study approach presents an 

appropriate strategy to truly understand the real-world case of gender 

inequality in leadership by relying on multiple sources of evidence with 

data needing to converge in a triangular fashion to highlight the 
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common barriers to women in leadership (Yin, 2014:17). The 

converging of multiple sources drawn from three key industries for 

women's employment in Nigeria will demonstrate a commonality of 

barriers to women in leadership that represents the gender inequality 

faced by women in the service sector.  

This phenomenon of interest and the adoption of multiple sources of 

evidence would unveil the similarities and differences across the 

sector. The advantage of a single case study such as this is the 

opportunity for the researchers to use multiple sources of evidence to 

present a well-developed and holistic view of the phenomenon. The 

multiple sources of evidence will allow for converging lines of inquiry, 

and the findings will be more convincing and accurate (Yin, 2014). This 

research, therefore, has adopted a multiple evidence source 

approach, which involves two or more studies chosen to demonstrate 

distinct or similar characteristics. Therefore the results generated will 

be more compelling and easier to defend (Proverbs and Gameson, 

2008). This would allow this research to examine complementary 

comportments of the main interview question, identifying the common 

barriers to women's leadership advancement within these three 

sectors (Cope, 2015).  

Examining multiple sources of evidence will achieve rigorous and 

great confidence in the data collected and the credibility of the findings 

(Cope, 2015). A single case study approach combines three main 

industries within the Nigerian service sector to investigate a general 

phenomenon (Silverman, 2010:139) the gender inequality women face 
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in their economic participation. This will be achieved by following an 

in-depth exploration from multiple perspectives of the complexity and 

uniqueness of the manifestation of gender bias against women in 

leadership. The primary purpose is to generate knowledge on the 

common prevailing barriers women face and inform the development 

of gender-inclusive institutional culture through recommendations 

(Simons, 2009:21). The important aspect is to include women within 

these industries from three employment levels. This will allow for an 

in-depth, rich insight into the research topic.   

Saunders, Lewis and Thornhill (2012:683) inform that triangulation is 

the use of two or more data sources within one study to help ensure 

that the data are telling what you think they are telling. Denzin (2018) 

explains that establishing the triangulation of qualitative research 

ensures the study's validation. There are four types of triangulations, 

data, investigator, theory and methodology. Data triangulation is 

relevant to this research as it combines different data sources 

examined at different times, places and persons. The triangulation of 

data sources are from interviews and focus groups from three service 

industries in Nigeria, Financial Institutions, ICT and Academia 

(participants from entry-level, mid-management and leadership 

positions), will demonstrate the prevailing common barriers to women 

in leadership that represent the gender inequality women face in the 

Nigerian service sector. This research will inform the development of 

sustainable organisational practices that would begin to reshape 

practices to be inclusive in leadership consideration.  
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To restate, the research interest in the Nigerian formal service sector 

is because it accounts for 54.6 per cent of Nigeria’s GDP contribution 

(National, 2019) and is regarded as the potential sector to drive 

employment through enhancing productivity by investing in human 

capital development (PwC, 2018b). The formal service sector within 

an economy encompasses all jobs with normal working hours and 

regular wages, with evidence of company registration and income 

taxes paid (Odittah, 2016).  Specifically, the focus on Financial 

Institutions, ICT and Academia is because of the future trend 

associated with these industries. ICT in 2019 contributed over 13 per 

cent to the Nigerian GDP, and the future trend indicates the growing 

demand for digitisation. Coupled with financial institutions, as 

discussed in chapter 2, Fintech has become the future of conducting 

economic activity globally and the growth of crypto wallets. Finally, 

academia is an industry that will always remain relevant regarding the 

growing collaboration between universities and industry. Universities 

are transitioning into industry-led research. The participation of women 

in leadership positions within these three industries is low. Therefore, 

it is necessary to identify the prevailing challenges and 

recommendations to build a more gender-inclusive institutional culture 

to ensure women are involved in the future growth of these industries.  

Research on the effect of female employment predicts that if the global 

gender gap in labour market participation is closed by 25 per cent by 

2025, an additional $5.3 Trillion will be added to the global GDP 

(International Labour Organisation, 2019a). This evidence reaffirms 
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the positive correlation between GDP growth and increased female 

employment. The female employment partiality in Africa is the highest 

globally and, therefore, is more sensitive to change, whereby a 1 per 

cent increase in employment can be associated with a GDP average 

growth of 0.21 per cent (International Labour Organisation, 2019a). 

This data indicates a need for a directed and targeted policy 

development for female employment growth that fully embraces the 

potential of GDP growth associated with increased female 

employment.  

The main advantage of triangulating is that it allows for evaluating 

three different sources of information to investigate a particular 

concept: leadership barriers to women in Nigeria. The consensus of 

the findings will yield a more robust result. A well-balanced and 

distributed resource across three sectors will demonstrate the depth 

of this investigation and the validity of the research findings (Proverbs 

and Gameson, 2008:99-100). Yin (2014) emphasises that the main 

strength of collecting case study data is the opportunity to use different 

sources of evidence rated more highly in terms of the quality of the 

information derived than if a study only uses a single case. The 

evidence from the collected data can develop converging lines of 

inquiry-based sources of information.  

Qualitative research seeks to question people’s lives, the social and 

cultural contexts in which they live and their understanding and 

interpretation of their world (Merriam, 2009:6). Therefore, an 

appropriate approach, as this research seeks to analyse and 
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understand the oppressive structures women in leadership endure and 

through their understanding and interpretation of the situation, they will 

be able to provide recommendations for change within their 

organisational structures. The combination of the postmodern 

qualitative research approach will, therefore, celebrate diversity within 

people, organisations, and institutions because of the belief that no 

one’s perspective is privileged or more powerful than the other 

(Merriam, 2009:10). The perspective of women must be included in 

conversation and structures. Procedures within organisations should 

be diverse to encourage and empower women leaders.  

Therefore, a case study approach will be followed to develop a 

complete and detailed portrayal of gender inequality in the formal 

service sector by providing a platform for marginalised women who 

have been disadvantaged and excluded from decision-making 

platforms to share their experiences and perspective through surveys 

and in-depth interviews (Denzin and Lincoln, 2018:346). This research 

has an opportunity to shed empirical light on barriers to women's 

occupational mobility through understanding women’s narratives on 

the real-life context they face in their leadership aspirations and 

gender inequality in their industry. Bill (2000:11) states that qualitative 

case study research allows researchers to ‘get under the skin’ of a 

group or organisation, in this case, the formal service sector in Nigeria, 

to find out what happens and the current discriminatory practices. The 

informal realities can only be perceived from the inside, and to view 

the case from the inside out is to see it from the perspectives of the 
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women involved and how they feel and think of the prevailing barriers, 

as these views can only be understood through women. 

Reinharz (1992) believes that feminist researchers' interest in adopting 

a case study stems from the desire to rectify tainted male dominance 

and explore uncharted issues. Using case studies will allow them to 

document important aspects of women’s lived experiences, and the 

analysis will lead to future actions on behalf of women. Therefore, 

women’s experiences in their different industries will clarify this 

research topic and depict converging lines that show the similarities 

and differences in women’s lived experiences. So that the information 

derived will be effective in initiating policy and practice change on 

behalf of improving women’s occupational mobility.  

Eisenhard (2002:30) highlights some weaknesses of using case 

studies to build a theory, such that empirical evidence can yield an 

overly complex theory. However, the results can be very rich in detail 

but lack the simplicity of the overall perspective. Theorists working 

from case data can lose their sense of proportion as they confront 

vivid, voluminous data. Secondly, building theory from cases may 

result in narrow and individual theories and, therefore, unable to raise 

the level of generality of the theory developed. Furthermore, Flyvbjerg 

(2011:302) support this argument and believes that general theoretical 

knowledge is more valuable than an individual case. Also, there is a 

high chance of researchers' bias toward verifying the researcher's 

preconceived notions. Therefore, case studies should be used for 



 

209 
 

generating a hypothesis, and other suitable methods should be used 

for building and testing theories.  

 

Interview 

Parker (2018) describes qualitative research interviews as a standard 

practice that has become accepted in which interviews are conducted, 

data are coded, and the results are reported in the form of summaries 

written in formal language. Using interviews has become one of the 

most common processes of producing knowledge in Human and 

Social Science. The construction of a communication process gives 

interviews a central position in producing knowledge in research. 

Participants can give information about themselves and their world 

(Brinkman, 2018).  

Gray (2017:396) informs that interviews involve a verbal exchange in 

which the interviewer attempts to acquire information from and gain an 

understanding of the interviewee to understand their attitudes, beliefs 

or experience regarding the researched topic. The interview technique 

is best suited for this research as a tool for an exploratory inquiry into 

participants' lived experiences regarding the prevailing barriers to 

women’s occupational mobility. The benefit of a dialogue between the 

interviewer (the researcher) and the respondent (participants) is it 

allows for nuance to be captured and for questions to be clarified and 

adapted. Also, the validity of interviewing is that the questions are 

directly concentrated on the research objectives. Furthermore, the 

validity is strengthened by building rapport and trust and thus giving 
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the respondent the scope to express themselves. Secondly, the 

opportunity for the interviewer to prompt the respondent to expand on 

their initial responses, thereby accommodating for timing needed for 

the topic to be explored in-depth. Finally, the interview questions are 

drawn from the literature. For a research instrument to be reliable, it 

must consistently measure what it sets out to measure. Thus, the 

researcher must ensure that a standardised interview is conducted 

with all respondents with the same questions.  

Gubrium et al., (2012:30) state that interviewing gives researchers 

access to learn about places we have not been and setting we have 

not lived in. With the right participants, research can inform the nature 

of social life, the cultures and values they sponsor, and the challenges 

people confront as they lead their lives. Furthermore, we learn about 

the participant's experiences, what they perceive and how they 

interpret their perceptions. The researchers can learn about how 

various events affect their thoughts and feelings. Researchers 

influenced by postmodernism display greatly heightened sensitivity to 

problems and concerns that previously have been glossed over or 

scantily addressed. Their focus is on allowing diverse voices to come 

through in their research (Gubrium et al., 2012:46).  

Interviews are widely used in case studies to fully understand 

participants' impressions or experiences and learn more about their 

answers to the questions (Proverbs and Gameson, 2008). They share 

their lived experience, which makes them more credible. Through 

dialogue with researchers and other community members, the 
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connectedness that shows the similarities becomes an essential part 

of the validation process (Littlewood, 2014:30). Haigh (2008:112) 

informs that the interviewer becomes an active listener who facilities a 

comfortable environment for a conversation. The quality of the 

information gathered largely depends on the interviewer's skills and 

personality. 

Stake (1995:64) believes that qualitative researchers take pride in 

discovering and portraying multiple views of the case that would 

reinforce the strength of their data. The use of interviews is the main 

source of multiple realities. As Bill (2000:62) argues, the strength of 

face-to-face interviews is the ‘richness’ of data that the communication 

process reveals. Especially when interviewing experts and people in 

positions of authority who are willing and capable of sharing 

information that will give insight and comprehension of the research 

topic.  

 

Focus Group 

Gray (2017:484) states that focus groups can be defined as an 

organised discussion among a selected group to elicit information 

about their views on the topic. The discussion aims to gain a range of 

perspectives on the researched topic. Furthermore, he highlights that 

focus groups provide an opportunity for clarification for responses and 

additional probing questions. It allows for the synergistic building up of 

data as respondents add to the views expressed by others, as it 



 

212 
 

provides an avenue for the respondents to generate discussion around 

shared and unshared attitudes and experiences. Saunders, Lewis and 

Thornhill (2012:171) inform that focus groups, sometimes called ‘focus 

group interviews’, allow a group to focus on a particular topic, 

encouraging discussion amongst participants to share their 

perceptions in an open and tolerant environment. On the other hand, 

the focus group are known to be difficult to manage, as the moderator 

has less control or influence over the process and outcomes.  

The conversations, discussions and sometimes even arguments can 

take a flow of their own and sometimes outside the scope of the 

research. Some focus group participants may even dominate the 

discussion, whilst others may contribute little or nothing unless 

prompted (Gray, 2017:487). Krueger and Casey (2000) believe that 

the group’s interview is conducted several times with similar types of 

participants, so the data gathered can show trends and patterns. A 

successful group interview is typically composed of five to ten 

participants, as the group needs to be small enough for everyone to 

have an opportunity to share their insight but large enough to provide 

a diverse experience. 

 

Interview Questions 

The interview questions were designed to address the three key 

objectives of this research. To pursue these objectives, the study was 

guided by interrelated questions. Interview question 1 (IQ) on the 
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perceptions and attitudes of women leaders and women aspiring to 

become leaders addresses research objective 1 (RO). This IQ1 

allowed this research to demonstrate the attitudes and perception of 

women and leadership that has been developed through the culture of 

Nigeria and within the institutional context of organisations. IQ2 

focuses on the prevailing barriers preventing more women from 

advancing into leadership positions and tackles RO2, which seeks to 

identify the prevailing structural and cultural barriers to women's 

occupational mobility in the Nigerian service sector. IQ3 aimed to 

identify concrete actions for organisations and women and NGOs to 

mitigate the prevailing barriers to women’s occupational mobility. This 

question addresses RO3, as the findings from IQ3 will inform the 

recommendations and introduction of the policy toolkit that would 

support organisations within the Nigerian service sector to build a 

more gender-inclusive institutional culture anchored on sustainable 

policies. Finally, IQ4, identifying women's unique leadership qualities 

that make them effective leaders, is linked to RO1. It seeks to add a 

dissenting voice to the marginalisation of women’s characteristics from 

leadership considerations that the cultural and institutional context has 

governed.  

1. How are women viewed (perceived) regarding being leaders? 
2. What are the current barriers preventing more women from 

advancing into leadership positions? 
3. What concrete actions can organisations and society consider 

to help eliminate these barriers? 
4. What unique leadership qualities do women possess that make 

them effective leaders? 
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4.6 – Ethical Approval 

Research ethics is concerned with the moral principles that guide 

research and the researcher. It sets out principles to guide the 

researcher’s behaviour (Gray, 2017:72). Following appropriate 

research practice and guidelines, ethical approval was obtained from 

the university’s Faculty of Ethics Committee (see Appendix 1). The 

researcher had to evidence that appropriate measures have been put 

in place to address key ethical considerations. The considerations 

necessary for this research, according to Iphofen and Tolich (2018), 

were a) Do No Harm, b) Intrusion and Inclusion and c) Information and 

Consenting. This is to ensure that regardless of the benefit of the 

richness of data, proper consideration was given to the effect on 

participants on the outcome of the information provided. Secondly, the 

degree to which the interview questions will be ‘excessively intrusive’ 

and cause disturbance to participants’ personal lives. Finally, providing 

adequate information and consent is ongoing beyond the initial 

information and consent document provided to potential participants.  

This research deals with people and how real-world phenomenon 

affects them. Therefore, it was important for ethical concerns to be 

embedded within the planning, implementation, and reporting stages 

of this research. Full disclosure of research intent and procedures was 

provided to the ethics committee, including during the stages of 

recruiting participants. An information and consent document was 
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created and shared during the recruitment stage to inform potential 

participants of the purpose of the research. Participants were also 

aware that participation in this research could be revoked. Also, 

participants were aware they could ask for personal experiences 

shared with the researcher to be kept out of the reporting. Participants 

were assured that all information they shared would be confidential 

and anonymised. This research was conducted after informed consent 

and permission, which was reinforced throughout the process. There 

were initial concerns from the ethics committee that entry-level 

employees participating in a focus group with middle-management 

and leaders would be intrusive and potentially lead to distress and a 

lack of honest responses. However, participating in the focus group or 

interview was voluntary, and participants decided which primary 

activity they would like to be involved in – either focus groups or 

interviews. The opportunity of choice was given to the participant. Two 

focus groups with 18 participants were conducted, followed by 13 

interviews detailed below on the participant's profile in Table 4.2. 

Before each primary activity, the purpose of the research and the 

confidentiality assurance was communicated to participants.  

Participants were informed in the information and consent document 

that they would be audio-recorded and transcribed. Throughout the 

analysis and reporting of the research, their anonymity will be 

maintained. Prior agreed personal experience to be omitted was left 

out. Audio and transcribed documents are stored on a hard drive only 

the researcher can access. After due process, all documents will be 
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destroyed per the ethics guidelines. An interview protocol was created 

to serve as a guideline for all primary activities to increase the reliability 

and quality of the data obtained. The aim was to develop a 

conversational interview and discussion with follow-up questions to 

probe further (Castillo-Montoya, 2016).  

 

4.7 – Research Process for Data Collection 

The researcher initially approached PricewaterhouseCoopers 

Nigeria's (PwC) Chief Editor in June 2019. For several months 

research ideas and the concept was discussed to outline the bases for 

research collaboration. The interest in collaborating with a leading firm 

in Nigeria is because future trends indicate that knowledge developed 

in university research will become the knowledge used by businesses 

in future strategies (Fernandez, 2015). PwC is a leading professional 

service firm delivering quality assurance, advisory and tax services 

(PwC, 2020). They consistently carry out quantitative surveys across 

Nigeria’s service sectors to produce robust reports that shed light on 

trends and offer sustainable solutions for future growth.  

PwC officially invited the researcher in January 2020 to commence 

implementing primary activities in Lagos, Nigeria, in their first 

qualitative research. The bases of the partnership were aimed at 

understanding women’s attitudes and experience in the service sector 

and the barriers to women’s occupational mobility. PwC agreed to 

provide the researcher access to their database and service sector 
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experience. They regularly conduct quantitative surveys across 

Nigeria and were willing to provide access to their database. In turn, 

the researcher will transcribe, analyse, and co-author a series of 

reports with PwC. The reports to be published on their platforms will 

explore the barriers and challenges women face in the formal service 

sector and offer recommendations for building a gender-inclusive 

institutional culture.  

 

Purposive Sampling 

Eligible participants for this research were women within ICT, Financial 

Institutions and Academia from the three levels of employment (entry-

level, middle-management and leadership positions). Together with 

the PwC’s Head of Research, a shortlist of potential participants who 

met the research criteria was compiled. Only participants interested in 

being contacted for future research purposes were shortlisted and 

contacted. Consistent with Gray (2017), a purposive sampling 

selection technique was employed as the participants’ sampling and 

selection technique. Sampling and selection techniques in qualitative 

research profoundly impact the ultimate quality of the research. A total 

of 63 participants fit the criteria to participate.  Appropriate sampling to 

achieve a true representation of Nigerian women in the service sector 

will try to identify typical cases or representatives of a dimension of 

interest or seeks to achieve comparability across different cases on a 

dimension of interest. The purposive sampling method was adopted 
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for this qualitative case study research because of the opportunity to 

gain information-rich data as particular participants within the sectors 

will be chosen because they are in the position (entry-level, middle-

management and leadership) to provide important information. This 

technic allows the researcher to exercise a degree of judgement about 

who will provide the best perspective on the phenomenon being 

studied and invites them into the study. Patton (1990:167) explains 

that purposeful sampling is a logical and powerful approach to seeking 

-depth, information-rich cases for study. These are the participants 

from whom this research can learn a great deal about the issues of 

importance as they will be able to illuminate the questions under study.  

The statement of this approach that “if it happens there, it will happen 

anywhere” (Patton, 1990:174) aligns with the main focus of this 

research seeking the common cultural and structural barriers within 

three industries that can be logically generalised under the weight of 

the evidence produced by Nigerian women in the formal service 

sector. The disadvantage of purposive sampling is that the researcher 

can inadvertently omit vital characteristics and subconsciously bias in 

selecting participants (Gray, 2017:226). Therefore, to mitigate this 

bias, women at different occupational levels (namely entry-level, 

middle-management and leadership positions) were sampled and 

included in this research across three industries. This process yielded 

a robust sample involving a diverse range of women who shared their 

experiences regarding the phenomenon under investigation. 
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Subsequently, the common issues identified by women within these 

positions were highlighted.  

 

Conducting Research Activities 

Consistent with Saunders, Patton and Gray’s (2017) recommendation, 

an invitation email was sent to these potential participants with detailed 

research information and consent documentation. Interviews and 

focus group schedules were organised for availability in Lagos, 

Nigeria. A suitable time and location to conduct these interviews were 

agreed upon in advance. Participants were happy to conduct the 

interview in their offices or visit the Lagos office of PwC. Due to 

scheduling and availability, some participants were in Abuja. 

Therefore, six interviews were carried out over Google Meet, a video 

communication service. The remaining seven interviews and two focus 

groups were conducted in Lagos, Nigeria. Ensuring both participants 

and the research team had adequate service reception was the major 

challenge with conducting some interviews using Google Meet. 

Therefore, some interviews were delayed until a proper connection 

could be established. Aside from this, the interviews were successful, 

and the audio was properly captured by the recording device.   

The researcher was given access to a conference room at the PwC 

office in Lagos to conduct interviews and focus groups. Two focus 

groups were held at the PwC conference room and moderated by a 

partner at PwC and the head of marketing and communications at 
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PwC with 18 participants. The focus groups for this research lasted 

between 1 hour and 1 hour and 30 minutes. The researcher shared 

the questions with the moderators and the purpose of the research – 

what this research aims to achieve. The researcher was present in the 

room operating the recording device. The moderators ensured that 

each participant contributed to the discussion by starting with 

participants introducing themselves and sharing their views on women 

leaders and their leadership opportunities. Then the discussion was 

open to the floor, and any participant to speak further on the question. 

This developed into a group discussion on the question, as 

participants either supported what was said previously, shared their 

own experiences, or shared contradicting viewpoints.  

The moderators were skilled at advancing the discussion by either 

introducing new questions or asking probing questions to ensure a 

natural flow of the group discussion to delve into the questions 

provided by the researcher. Also, the moderators were adept at 

refocusing the discussion to keep it in line with the research area. 

Because the research purpose and process were shared in advance, 

participants, when speaking, tried to share their experiences and 

provide insight on key information they believed would be relevant to 

the study. Speaking on perception and attitudes of women's leadership 

aspiration, cultural and structural barriers to women's occupational 

mobility, and strategies to build a gender-inclusive institutional culture.  

For the interviews, Only the researcher and PwC Head of Research 

were present during all interviews. When necessary, the researcher 
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conducted the interviews, but additional probing questions were asked 

to advance the conversational style interview. Reinharz (1992) states 

that feminist researchers favour semi-structured interviews which 

employ open-ended questions because it maximises discovery and 

description and promotes the active participation of the respondents in 

the construction of data about their experiences. The interview 

questions outlined have been deliberately chosen in connection with 

the purpose of the research. The use of semi-structured interview 

questions will allow for the incorporation of both open-ended and more 

theoretically driven questions to elicit data grounded in the experience 

and knowledge of participants (Galletta, 2013). The use of semi-

structured interviews involves a few pre-formulated questions to jog 

the participants' memory, allow them to narrate freely, and add 

important insights arising during the conversation (Myers, 2009). 

Denzin and Lincoln (2018) explain that semi-structured interviews are 

popular in qualitative research because of their knowledge-producing 

potential through dialogue, as it allows for leeway in following up on 

important areas concerning the research. Furthermore, they 

emphasise that a postmodern qualitative interview is linked to a 

transformative conception as the interview's dialogue aims to bring 

people together to create new possibilities for subjectivity and action. 

Thereby, the bringing together of women participants to question 

authority and critique patriarchal relations will enable the development 

of new forms of inquiry through their life experiences and how a 

gender-inclusive institutional culture can be developed.  
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According to Belotto (2018), semi-structured interviews allow 

researchers to elicit the same core information from each participant 

while also providing an opportunity for flexibility to probe more deeply 

into the rich descriptions of experiences that participants share. As 

Gray (2017:399) explains, probing will allow the interview to divert into 

new pathways that were not originally considered but will help meet 

the research outlined objectives. Haigh (2008) emphasises that using 

semi-structured interviews allows for flexibility and consideration for 

participants. The data gathered will be highly detailed and valid, 

especially when interviewing experts and can yield unexpected 

findings not previously considered. On the other hand, the results may 

be difficult to replicate; therefore, the researcher will be unable to 

generalise to the wider population. They may be an element of bias 

from the researcher to use leading questions and transcribing, and 

data analysis of large data is time-consuming.  

The interview lasted between 30 minutes to 1 hour. Before 

commencing the interviews, the research purpose and intentions were 

discussed and agreed upon by the participants. Each interview was 

audio-recorded. After pleasantries were shared, the interview began 

with a question on perception. This question was designed to 

understand participants' views on women leaders and their leadership 

aspirations. Based on their experience, they have developed 

perceptions and attitudes towards this area. Participants were allowed 

to share freely, and only when necessary were further probing 

questions asked to solicit in-depth explanations. 
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4.8 – Case study Data Analysis  

Computer software programmes are immensely popular in qualitative 

research data analysis as they ease the management and analysis of 

large data sets (Cope, 2014). NVivo is one software package that 

assists in managing and analysing qualitative data and the software 

this research utilised (Biley, 2008). Conducting data analysis requires 

an understanding of the meaning of the texts. Therefore, computer 

software like NVivo can make the analysis process easier, more 

accurate, reliable and transparent (Gibbs, 2005). 

Bazeley and Jackson (2013:3) outline the effectiveness of NVivo in 

qualitative data analysis. Firstly, the software allows researchers to 

manage data because it enables the organisation of all primary 

research records. Secondly, NVivo allows for managing ideas, 

organising and providing rapid access to conceptual and theoretical 

knowledge generated during the research. The software can retrieve 

complex data by providing all relevant information about the question 

asked in the researcher's database. Finally, this software allows for 

reporting the data by combining content from the qualitative database, 

including the original data source, to demonstrate the idea and 

knowledge generated from them.  

One of the four general approaches Yin (2014:136) suggested relies 

on theoretical propositions. This strategy follows that the theoretical 

proposition that led to the case study's design, the objectives that 
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formed the interview questions, and the literature review that shaped 

the data collection can also influence the analysis strategy. The data 

analysis is conducted by drawing on the materials provided by the 

open-ended questions in the semi-structured and focus group 

interviews conducted. Identifying key themes through coding will allow 

this research to portray knowledge vital to understanding the studied 

phenomenon (Denzin and Lincoln, 2018). Huberman and Miles (2002) 

explain that data analysis is at the foundation of building theories from 

the case study – in this study. Through identifying cross-case search 

for patterns within the three multiple sources of evidence to unveil the 

common barriers women experience in this sector. The qualitative 

data produced through primary research will represent the participant's 

experience, social and institutional perceptions, and the practices that 

have created a human culture and society (Gibbs, 2005). 

Stake (1995:78) informs that giving important meaning to the data 

collected through analysis depends on the search for patterns. The 

patterns within the data could be known in advance by using the 

interview questions as a template for analysis, or “patterns will emerge 

unexpectedly from the analysis”. The most desirable technique to use 

for a case study analysis is pattern matching, according to Yin 

(2014:143). This research relied on the interview questions as a guide 

to seek patterns and the use of NVivo in categorising useful data within 

the codes created from the interview questions.  

NVivo is described by Yin (2014:134) as an assisting tool that helps 

the researcher locate and match data to an initial set of codes and 
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count the occurrence. These occurrences are titled references in your 

data pages within the NVivo software. The references refer to the 

number of data excerpts from the transcribed interviews and focus 

groups categorised within that specific code.  

 

Thematic Analysis 

The researcher used a thematic analysis approach, set out the codes 

based on the interview questions, and catalogued the data within each 

relevant code to build up an analysis of the case study. The responses 

for each question were coded in the relevant category. However, there 

is still post NVivo analysis needed. Therefore, the research still 

needed to study the different responses coded to determine whether 

meaningful patterns are emerging, as NVivo cannot finish the analysis 

independently. 

NVivo allowed the researcher to import all transcripts from the primary 

research, as it collects and stores all relevant information. 

Furthermore, passages of texts can then be coded, and NVivo will 

classify the codes as nodes. This is a process of establishing a 

relationship or connection between a node and one or more passages 

of texts (Gibbs, 2005). Data on perception, qualities, barriers and 

recommendations will be identified and coded. The coding process will 

allow this research to interpret large data. Saldana (2016) explains that 

coding involves capturing symbolic words or short phrases from the 

data that consists of interview transcripts and open-ended questions. 
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Each initial coding was linked to the interview questions to ensure the 

validity of the data collected relates to and answers the interview 

questions. The codes relating to the interview questions were then 

further examined for emerging sub-themes (Belotto, 2018) and pattern 

matching, as suggested by Yin (2014).  

Further analysis of the initial codes categorised within references 

revealed sub-themes based on the number of occurrences within 

specific codes. The occurrence within individual codes revealed 

patterns categorised as sub-themes to develop a rich and full 

explanation of this case study, achieved with post-NVivo thinking and 

analysis on the researcher's part. Therefore the analysis of this 

research used a combination of NVivo software and Yin's (2014) case 

study analysis approach.  

NVivo supported the exploration of primary data with commentary, 

discussion and analysis (Richards, 1999). Exploring the transcribed 

data inputted into NVivo initiated through a set of codes led to 

identifying sub-themes. These themes are presented under related 

interview questions. These are the themes identified: 
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Figure 4.2 – Research Themes 

 

 

 

 

 

 

 

 

 

 

 

Source: Author Derived 

 

Through pattern recognition within the data and capturing important 

data relating to the interview question, Gray’s (2017) and Yin’s (2014) 

pattern matching has been used in this research to gain an in-depth 

understanding of the focus groups and interviews conducted and how 

the data collected are linked (Cogin and Ng, 2016). The data collected 

has been grouped within these main themes to develop an 
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understanding of the phenomenon being studied (Maher et al., 2018). 

See Table 4.4 participant’s profile; 13 participants were interviewed 

(PI) and will be numbered 1 – 13 to reference participant 2. Focus 

group discussions were conducted and would be number FG 1 and 2 

to ensure anonymity; see Table 4.1 below for the data coding key.  

This research has adopted an interpretive approach to analysing the 

texts from interviews and focus groups. The focus is to show how the 

themes are related across the multiple sources of evidence and reveal 

patterns within the data for knowledge that would help explain the 

phenomenon under study. Through a thematic analysis, the 

researcher coded the qualitative data from the text and identified 

suitable textual data from participant accounts worth highlighting 

(Saunders, Lewis and Thornhill, 2019). Thereby identifying patterns 

that have emerged and highlighting the relationship between the 

multiple sources of evidence being studied, giving meaning to the 

findings (Gray, 2017).  

 

Table 4.1 – Data Coding Key 

Variable  Coding 

Participants Interviews PI (13 interviews were 

conducted and will be number 

1-13) 
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Focus Groups FG – 2 focus groups with 18 

participants in total were 

conducted and will be number 1 

and 2 – highlighting key 

discussions relating to the 

themes 

Source: Author Derived 

Hunter and Kelly (2008:93), citing Eisenhardt (1989), reinforce the 

justification for this research's use of the multiple sources of evidence 

approach, as they state that this approach is useful in building theory 

close to reality. Therefore, the findings will be novel, testable, and 

empirically valid.  Through the primary data collection, the researcher 

has been able to secure multiple sources of personal experiences from 

participants that embody the phenomenon in question (Denzin, 2002). 

The phenomenon in question unveils the cultural and structural 

barriers to women’s occupational mobility in the Nigerian service 

sector and recommends sustainable strategies to build a gender-

inclusive institutional culture based on participants' insight. The data 

collected represents participants' lived experience, which was then put 

through a process of coding. Coding is a process of allocating 

appropriate possible responses to each question. It is grouping similar 

answers with the same code, as participants will likely give different 

answers to the same question (Hoxley, 2008). Through this data 

analysis process, the researchers have retrieved and categorised data 
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similar in meaning to the main themes. This analysis communicates 

the concepts and themes uncovered in this research (Stuckey, 2015).  

 

Research Evaluation 

Overall, according to Yin (2014), the strength of this case study 

research use of multiple sources of evidence is the rich quality of 

information as the data gathered developed a converging line for 

information. The participants lived experience that converged into the 

common challenges makes for more credible data is essential for this 

research’s validity (Littlewood, 2014). Evaluating the validity of 

research is first established by demonstrating the ethical consideration 

of the researcher and trustworthiness in how the data is collected and 

analysed. Secondly, in evidencing how the interview questions and the 

findings capture the reality under study  (Merriam and Tisdell, 2016). 

The ethical consideration detailed in section 4.6, the relevance of the 

interview questions in capturing the reality of the case study and the 

importance of using multiple sources of evidence to establish rich and 

credible findings, and the documentation of the process by which the 

data was collected, coded and thematically analysed demonstrates 

the trustworthiness and credibility of the research process and 

findings.  
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Table 4.2 – Participant’s Profile 

 Participant 

Codename 

Industry Employment 

Level 

Interview / Focus 

Group 

1 M.I Financial Services Leader Focus Group 

2 N. O Financial Services Leader Focus Group 

3 B. O Financial Services Leader Focus Group 

4 O.O-A Financial Services Leader Focus Group 

5 L.O Financial Services Leader Focus Group 

6 A. O Financial Services Leader Focus Group 

7 T. Y ICT / Financial 

Services 

Leader Focus Group 

8 O. W Financial Services Entry-Level Focus Group 

9 C.K-U Financial Services Entry-Level Focus Group 

10 M.O Financial Services Entry-Level Focus Group 

11 O. U Financial Services Entry-Level Focus Group 

12 D.A ICT / Financial 

Services 

Mid-Level Focus Group 

13 A. L Academia Lecturer  Focus Group 
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14 N. E Financial Services Leader Focus Group 

15 A.I-E Financial Services  Mid-Level Focus Group 

16 O. O Financial Services Mid-Level Focus Group 

17 O. E Financial Services Mid-Level Focus Group 

18 E. A Financial Services Mid-Level Focus Group 

19 D.O. E Financial Services Leader Interview 

20 A. H ICT Leader Interview 

21 F. S. C ICT Leader Interview 

22 A. A ICT Mid-Level Interview 

23 V.O ICT Mid-Leader Interview 

24 T. S ICT Leader Interview 

25 C. O ICT Entry-Level Interview 

26 B. A Financial Services Leader Interview 

27 P. O. D Academia Professor Interview 

28 A. U-K ICT / Financial 

Services 

Leader Interview 

29 I. A Financial Services Leader  Interview 

30 O. J ICT Leader Interview 
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31 O. E Financial Services / 

Academia 

Leader Interview 

Source: Author Derived 

 

 

4.9 – Summary  

This chapter has justified the research methods used to conduct and 

analyse this research’s primary activity. Detailing the process and 

justifying the methods used in addressing the research’s objectives 

and questions. The research philosophy and paradigm chosen have 

clarified the purpose and interest in approaching this research through 

a postmodern feminist perspective that places women at the centre of 

research to produce knowledge and develop theories on the prevailing 

barriers to women’s occupational mobility in Nigeria’s formal service 

sector.  

Multiple sources of evidence have been chosen for this research 

because of the opportunity to study similar characteristics and 

generate credible findings on the common prevailing barriers to 

women's occupational mobility within the formal service sector of 

Nigeria. The data will seek to highlight themes that resonate across 

the industry chosen. Data collection was conducted using interviews 

and focus groups, and the steps for implementation have been 

explained. The researcher transcribed all collected data and imported 

the documents into NVivo. The exploration of these data through the 

process of coding revealed relevant themes which will shed light on 
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the research objectives. These themes will be discussed in detail in 

the following chapter. 
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CHAPTER FIVE 
Research Findings 

 

5.1 – Overview 

This chapter will elaborate on the four themes that emerged from this 

research. Through the data analysis and coding detailed in chapter 4, 

the discussion of these research findings will be presented to shed 

light on the phenomenon under study. Each theme is related to an 

interview question and objective and is framed around to reveal: 

1. The perception and attitudes toward women in leadership and 
aspiring leaders 

2. Women’s qualities for effective leadership  
3. Prevailing cultural and structural barriers to women’s 

occupational mobility 
4. Recommendations for building a gender-inclusive institutional 

culture 
 

The first theme to be discussed is the ‘perception and attitudes of 

women leaders and aspiring leaders. This theme was referenced 94 

times during the analysis see table 5.1 below, as participants shared 

the perception and attitudes they have experienced as women in 

leadership positions and women aspiring to leadership.  
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Table 5.1 – Themes and Number of Occurrences 

Themes Coded Files Occurrence 

Perception & Attitudes 15 94 

Women’s Quality 13 53 

Cultural & Structural Barriers 15 189 

Institutional Change 15 171 

Source: Author Derived 

 

5.2 – Theme 1: Perceptions and attitudes of women 

leaders and leadership 

 

Mendoza and Dimaria (2019) found that women face a considerable 

amount of gender bias when pursuing a career in a male-dominated 

field or aspiring for leadership positions. Women are perceived as a 

poor fit and assumed to lack the necessary qualities required for the 

role. Even though there is evidence that women candidates for 

leadership positions have successful track records, accomplishments, 

and capabilities to be effective leaders like their male counterparts, 

women are still discriminated against in top leadership of 

organisations. The issue lies in the fact that women are going against 

their prescribed gender norms when they choose to lead in a male-

dominated field.   

Therefore, participants in this research were asked about their 

thoughts on the perception and attitude of women leaders and 
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women’s aspirations for leadership positions. Two major themes 

emerged from their responses, the negative and positive perceptions 

and the impact it has on how women are perceived. The overall 

impression among the participants was that there seems to be a mixed 

perception about women as leaders and women’s aspirations to 

become leaders depending on the context and audience. The general 

perception seems that men are more assertive and successful in 

leadership positions than women. Also, popular belief tends to 

associate male characteristics with leadership (Balgiu, 2013).  

Participants believe that such perception has been shaped by 

women’s experiences during their careers and varies depending on 

the organisational culture and employees. The interview conducted 

with participant PI 1, a leader in one of the financial institutions, shows 

that positive societal perception of women as leaders “is getting better, 

but we are not there yet” (PI 1). This notion is corroborated by another 

participant from the financial services sector who believes that such a 

positive perception of women as leaders “has come off the back of the 

records of those that have been able to get into those positions” (PI 4). 

Although there is a sense that such perception will continuously 

change and “break down as the women who get in there (i.e. positions 

of leadership) are delivering” (PI 5). PI 5, the head of her organisation, 

further detailed the process it took to change the negative perception 

of women leaders: 

1. “I think maybe traditionally, previously, people were 
a little more afraid of allowing women into such high 
office because of perception of the place of the 
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woman. As opposed to her place at the head of the 
table. Or at the head of the organization and all of that. 
But as the girl who got through showed performance 
and showed character and learnt to also be 
collaborators and work within the system without 
necessarily destroying or disrupting it in a way, I think 
the men are becoming a little more comfortable. This 
is why my real sense is every girl in high office is not 
there just for herself. She has such a bigger 
responsibility. Of making a success of it in all contexts, 
which means not just the work but the relationships, 
the external interactions and the perception of the 
woman in that office.” – (PI 5) 

 

As leadership skills and styles evolve, organisations are beginning to 

realise that women possess the skillset required for the future of 

leadership. Therefore, organisations are: 

2. “beginning to realise that a woman can be a leader. 
She just needs to have the faculty, the competence, 
skill set, and the capacity to add value. She just needs 
to possess what makes a good leader and should be 
able to lead” – (PI 7) 

 

On the other hand, the negative perception that “Women are not taken 

seriously” (PI 3) was shared by a leader in ICT as she addressed the 

perception she encountered during the rise to her leadership position. 

This was also supported by a middle-management employee who is 

an IT specialist who stated that their “work is not being appreciated” 

(PI 2). Especially in the STEM field, where there seems to be a 

misguided perception that “technology is for men. Why are we trying 

to behave like a man?” (PI 3). Furthermore, this misguided view is 

compounded by the notion that “it’s a man’s job, it’s a man’s world” (PI 

1).“The patriarchy system is still very much present” (PI 5) and 
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dominates women’s experience and interaction. The social 

conditioning of society has resulted in the “immediate inclination to not 

think women to be natural leaders of anything. Whether its 

communities or companies or nations” (PI 7). Subtly, it still feels “as 

though my presence is not being recognised” (PI 2). The “inclusion 

and acceptance is just not there from people” (PI 1), and there is a 

notion that they do not want to “take instructions from this child or this 

woman or young girl” (PI1). Participant (PI 7), an educator and adviser 

within the financial sector and (PI 12), a leader within ICT, delved in-

depth into the role patriarchy plays in the negative perception of 

women thus: 

3. “patriarchy is the basis of leadership expression, it 
permeates the fabric of society... men, they have 
shaped the narrative and shaped the discourse in 
terms of how women and expression of leadership 
and power would be done. So, we are up against 
these historical antecedents” – (PI 7) 

4. “My perception is that we still exist in a largely 
patriarchal society where the concept of a woman as 
a leader still faces multiple challenges. Examples are 
disbelief / instinctive bias / a contrary assumption” – 
(PI 12) 

 

An entry-level employee within the ICT sector highlighted that women 

also present a negative attitude about themselves that perpetuates the 

negative perception. She recounted how she had experienced several 

women within her level voice the opinion that “I am a woman; I don’t 

have time for all these things. The men would look for solutions, I am 

tired, I cannot keep thinking” (PI 6). The acceptance of “it’s a man’s 

world. So, we can do everything we want to do well. But it takes a man 
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to put a woman on the board ultimately” is the mindset that (PI 9) a 

leader in the financial institution shared that a lot of women have that 

deters them from pursuing promotions and board memberships and 

perpetuates the negative perception of women leaders and which 

needs to change.  

In addition, women’s emotions are sometimes leveraged against them. 

The focus group provided an insightful opportunity to observe first-

hand, through a rich, in-depth conversation, how women’s emotional 

side is used as leverage to make negative judgments about their 

suitability for leadership positions. Participants said, “It’s either you are 

a timid person because you cannot ask for what you think you deserve, 

or you are labelled as too aggressive because you are asking for what 

you deserve...sometimes judged to be divas” (FG 1).  

5. “Some of the things that I've also experienced is 
undue emotional blackmail. So you took a stance that 
if a man were to take it, they would just regard him as 
principled, and everybody would just align 
themselves. You take the same stance they would be 
like; Madame is angry. Madame has thrown a fit. 
Madame is upset and they would come and start 
appealing to you and begging you. In some cases, 
they would call your spouse to say help us beg 
madam. Meanwhile, if a man were to take this 
decision in the office, they would just align because it 
is just a principle decision. Everybody just imagines 
that everything you do has an emotional side, and 
they want to push that emotional button” – PI 12 

 

Women have to justify and prove their leadership success on all fronts 

constantly. As participants indicate, the Nigerian society's default 

belief is that “any woman in leadership position probably does not have 



 

241 
 

a home. She is probably sacrificing all of that to be in that position” (PI 

9). In addition to that belief, “people sometimes assume that if you are 

a female leader, you must have done something funny to get to that 

position” (FG 1). Women’s rightful place is to marry, bear children, 

keep the home and nurture children. A woman deviating from this role 

is consider not accomplished, irrespective of her education and career. 

 

5.3 – Theme 2: Qualities of female leadership 

The second theme to discuss is the qualities women believe they 

possess or should possess to be effective leaders. This theme 

generated 53 coded references (see table 5.1) as participants listed 

suitable qualities they believe women leaders and aspiring leaders 

need to have. This research seeks to justify the importance of women's 

leadership contribution and the necessity of institutional and cultural 

change supporting women’s leadership participation. Therefore, it is 

important to highlight women’s qualities and competencies for 

effective leadership. Participants were asked to share the qualities and 

characteristics women should possess for leadership success. The 

qualities women bring to the table that has enabled leadership 

success. Table 5.1 highlights those important qualities identified by 

participants necessary for women’s leadership success. Entry-level 

and middle-management participants identified leadership qualities 

they have seen and would like to emulate. At the same time, women 

leaders involved in this research highlighted qualities they possess 

that they believe made a difference in their leadership effectiveness.  
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The popular belief amongst participants is that women are effective 

multitaskers and can be resourceful, intelligent, and entrepreneurial. 

As such, just like their male counterparts, they believe women also 

possess the qualities that are vital and critical to organisational and 

nation-building. These complementary qualities to leadership ensure 

sustainable development. Participants that are aspiring leaders feel it 

is important for a leader to be “friendly and open enough for people to 

come to you for mentoring and coaching and even confide in you for 

something that is outside of work, but you are also firm enough on the 

job for them to know that you do need to get your work done” (PI 2). 

This calls for an element of emotional intelligence, which is often seen 

as a negative female stereotype. Still, participants in the focus group 

discussions and interviews believe that women’s emotions and other 

feminine characteristics considered less than suitable can be 

channelled for better leadership. 

FG 1 discussed how women’s emotions could be channelled for a 

positive impact in leadership, as they agreed that when women are 

emotional, it means that they are a “bit more empathetic, then you are 

in sync with your emotions, and you can relate to the emotions of 

others. And that is fine. That is a fantastic strength”. PI 1 believes that 

women are a “powering force. They just know how to manage things 

better; they have better business acumen. They have more attention 

to details, and they care about what they do”.  

Here are a few more noteworthy excerpts from participants: 
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1. “Women wouldn’t bullshit you, they would deliver, 
and they are committed and loyal” – PI 11 

2. “I think a woman is quite intuitive. So sometimes, a 
situation that you might not be able to put your hand 
on. You would find out even though a woman might 
not know. Sometimes might not have the full details., 
her intuitiveness can add a lot of value” –PI 5 

 

Table 5.2 – Qualities of Women Leaders Identified by Participants 

Entrepreneurial (Industrious) Loyal 

Intelligent Persistent 

Smart Honest 

Friendly (approachable) Endurance 

Attention to detail Intuitive 

Multitaskers Risk managers 

Flexible Goal getter 

Reliable Stable 

Emotional intelligence 

(Empathy) 

Dependable 

Passionate  Diligent  

Transparent Effective communicators 

Source: Author Derived 

 

Eagly and Carli (2003) argue that stereotypical feminine qualities, such 

as cooperation, mentoring and collaboration, are needed in 

contemporary organisations and are becoming increasingly important 

to leadership. To fully maximise future business and national 
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development trends requires changing the stereotypical leadership 

idea that “men take charge, women take care”. Challenging the idea 

that men are better suited for leadership because they are dominant, 

confident and self-reliant (Surawicz, 2016). 

 

5.4 – Theme 3: Cultural and structural barriers to 

women's occupational mobility 

The third theme identified during the analysis reveals five sub-themes 

that resonated strongly across the multiple sources of evidence.  The 

sub-themes were identified based on their occurrence during 

interviews and focus groups and accompanied by personal 

experiences to support their contribution (see figure 4.2 – research 

theme). Each sub-theme mentioned below shows the key cultural and 

structural barriers participants identified as barriers to women’s 

occupational mobility. These barriers evidenced below are the 

common experiences women recounted that they believe strongly are 

a result of gender inequality.  

 

 

 

 

 



 

245 
 

Table 5.3 – Cultural and Structural Barriers to Women’s 

Occupational Mobility 

Sub-Themes Occurrences Participants 

1. Women’s Lack of Confidence 31 PI2, PI3, 

PI5, PI6, 

PI7, PI8, 

FG1, FG2, 

PI9, PI11, 

PI12 

2. Women’s exclusion from the 

conversation 

39 PI1, PI3, 

PI5, PI7, 

FG1, FG2, 

PI9, PI11, 

PI12, PI13 

3. Lack of sufficient support from 

fellow women 

19 PI1, PI7, 

FG1, FG2, 

PI11, PI12 

4. Women and maternity leave 20 PI1, PI2, 

PI3, PI5, 

PI6, FG2 

5. Women’s expected roles 38 PI1, PI2, 

PI3, PI4, 

PI5, PI7, 

PI8, FG1, 
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FG2, PI9, 

PI10, PI11, 

PI12, PI13 

Source: Author Derived 

 

Women’s lack of confidence  

Participants believe that most girl-child has been brought up to limit 

themselves. As a result, women are threatened by big achievements 

because they are terrified of failing. The lack of self-confidence has 

resulted in women avoiding leadership opportunities when available or 

not putting themselves forward. The upbringing of the girl-child in 

Nigeria hugely affects how she sees herself. In most cases, the idea 

of the woman’s place in society has limited her career ambition.  

Some participants ask the important question: “are we bringing up our 

girls to be fearless, goal achievers of their ambitions or are we limiting 

their minds?” (FG 2). Men were described as fearless and assertive by 

participants in pursuing their leadership aspirations. In contrast, 

women limit themselves and would rather remain silent than appear to 

behave like men and become assertive because they will be 

considered aggressive.  

Society and the corporate world are geared towards promoting and 

acknowledging those confident enough to promote themselves. 

Thereby, women’s humble tendency to avoid promoting their 

accomplishments means that they are often passed over for 
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promotions, which shows they are incapable of handling leadership 

positions. On the other hand, women are also penalised when they 

present as confident as they are sanctioned for failing to conform to 

gender norms (Thomson, 2018). 

Here are a few noteworthy excerpts from participants’ experiences: 

1. “we stay away from that big achievement because 
that big achievement has big risks that we’re not 
willing to take... “the way we bring up our girls, we limit 
them. We tell them they cannot do this. They cannot 
do that. Oh, you cannot do that. Your brother could do 
it, but you cannot. So gradually we take away that 
power of their ability to dream and be as risk-takers 
as our counterparts” – PI 8 

2. “What I see in us, in the older generation of women, 
they hardly ever got chances at all. And the chances 
they got they got them essentially at the behest of 
men or they felt that whatever opportunities they got, 
they (men) gave them. Not necessarily because they 
deserved it but because some man decided to give it 
to them. So it became the woman’s role to try to 
gravitate toward men so that hopefully, they will give 
them more opportunities... You’re already limited in 
the confidence with which you can go out and get 
what you want, whereas the man doesn’t face all that” 
– PI 12 

3. “ Well, within the first three minutes of speaking with 
her, we knew that she would not fit in here. Why? She 
could not sell herself... But the only difference is that 
this game is to sell himself and the lady has no clue. 
On paper She’s awesome... We are very bad at 
selling ourselves. I looked at that and I was that could 
be me. Where you are over analysing. She wants to 
come across as mick and humble. In business, that 
would not work. – F2 This statement leads to a 
question from another participant “do you have to be 
an alpha or an aggressive person to be able to rise as 
a woman in Nigeria?” The conversation evolved to 
women changing their personalities to that of their 
male counterparts to be seen.  
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Women’s exclusion from the conversation 

Participants believe there is a dysfunctional work culture in Nigeria 

whereby important conversations that affect women’s career 

advancement are mostly done in informal male settings. This includes 

work calls and meetings beyond working hours, potentially excluding 

women’s participation because of their roles as wives and mothers. 

Thereby giving women less opportunity to participate in career-

advancing conversations and limiting their potential.  

Women believe their male counterparts like the freedom to indulge in 

business conversations in informal settings. The work culture in 

Nigeria has made it comfortable, as described by a leader in ICT, “for 

work to be moved out of the office to places that people hang out 

together, and I think the men like the freedom of being able to be at 

play and also be at work” (PI 12). This poses a challenge for most 

married women because the unspoken requirement for leadership 

positions means that important meetings and conversations could take 

place at 1 am. The reality of the working hours in Nigeria is not limited 

to 9 to 5 anymore.  

This experience of women’s exclusion from the conversation was 

greatly discussed in FG 2, with participants sharing personal 

experiences of being excluded from important conversations outside 

normal working hours and office spaces. 

According to one participant, there is a perception that: 
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5. “you realise that the conversation has already 
been had and you have not even been asked, you 
are already limited, you are not in the running 
because somebody was worried for you. So the 
guy would think about the issues he would not 
want for his wife at home and say, ah, let me not 
create a problem for her at home because if I give 
her this opportunity, she might have issues, the 
guy would be alright he will not have any issues, 
but you would not know, it is after they have had 
the conversation that you now realise that the 
concerns and the worries are the things that are 
holding you back. That you had no idea about, and 
there is nothing you can even do about it” – FG 2 

Whereas for another, it is about the real and destabilising 
situation of realising that: 

5. “a lot of the business and the conversations are 
done informally. So, where you have a stereotype 
that your husband will not let you go out” – PI 11 a 
professor in one of Nigeria’s Higher Education 
institutions, detailed that women, for the fear of 
martial problems, avoid informal settings with 
colleagues, however, those settings are where 
important career discussions take place. 
Oftentimes, decisions are made in those setting 
and later conveyed during business hours.  

Even during such informal conversations in those informal 
settings, there is a perception that serious decisions are made 
about people’s roles and responsibilities. As in: 

5. “Sometimes they (i.e. the men in these 
conversations) are looking to appoint a leader, 
who they kind of feel will be more accessible to 
them because they will still be after hours, they will 
still be available, they will still be talking shop” – PI 
12 

 

Lack of Sufficient Support from Fellow Women 

The belief is that more women being promoted into leadership 

positions will lead to better representation and support for other 

women to aspire and attain leadership positions. The idea that women 
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in leadership positions do not support other women enough has been 

referred to as the ‘Queen Bee’ phenomenon.  

Participants share this notion that there is insufficient support from 

fellow women in the workplace and society. This serves as a barrier to 

the leadership aspiration of younger women when there is no positive 

representation and encouragement. Most women in positions of power 

rarely speak up for women facing discrimination. Participants are 

urging for unity, as women must work together to tackle systematic 

workplace discrimination that deters women from aspiring for 

leadership positions. Women leaders and women on boards, as role 

models, need to become advocates for fair and equitable workplace 

cultures. The role of women leaders in the workplace has the potential 

to change the cultural system that discriminates against them. 

Through the tremendous work done by Women in Management, 

Business and Public Service (WIMBIZ) over the last 19 years, all 

participants highlighted that women strive to contribute to positive 

change in their organisations. But yet, they expressed their 

experiences of the prevailing insufficient support: 

1. “Acting against discrimination. I cannot lie to you. 
We have not done well as women. When I had a 
situation at my work on time, I went to the powerful 
women in government. Do you know what they told 
me? If they are disturbing you like that, the best thing 
is to resign from the position… that disturbed me for 
weeks. Acts of discrimination acts of abuse acts of 
insubordination, women that are occupying positions 
of authority, they don’t voice out those concerns and 
try and be change agents” – PI 1 

2. “I do not know the words you use when you find two 
women in leadership not even supporting one 
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another. When you find a woman that really even 
wants to be a leader, you find out the people who are 
working against her are women... You see, women 
sort of suppressing other women and just want to be 
the only ones. I think we are also our greatest 
enemies in terms of supporting one another. It may be 
active suppression or just subtle” – FG 2 

3. “Do women support each other enough? I’m not 
sure that exists” – PI 10 

 

Women and Maternity Leave 

The discriminatory practice of maternity leave is that, in most cases, 

men only receive zero to five days of paternity leave in Nigeria. This 

solidifies the challenge to women that their male counterparts can 

work longer hours which is considered more productive. Therefore, 

men are favourably considered for promotion opportunities when 

available. The perception of maternity leave as a barrier to women’s 

career advancement needs to change, as more women are 

demonstrating that they are capable and competent enough to be 

productive at work while still on maternity leave. Most women 

experience resistance when returning to work after maternity leave or 

their promotion is given to a junior colleague. There is a need for 

inclusive legislation and mindset to permeate into all organisational 

spheres in hopes of changing the negative experiences of women 

shared by participants: 

1. “...two employees, a male and a female, and the 
female is coming back from maternity leave, and I 
have to let her go home at 4 o’clock, very clearly the 
male is going to put in more hours than her...when it’s 
time for a promotion or there is an opportunity that 
comes, wouldn’t I sort of giving that person who was 
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more productive (the man) some sort of edge...?” FG 
2 

2. “The maternity leave policy is discriminatory. So, 
the fact that only the woman in most cases gets that 
kind of leave, men get zero to five days at the most in 
this country...  In fact, I was talking to a man recently 
who said to me that as far as he was concerned, the 
fact that men never take maternity leave already 
means that they are justified to be ahead of the 
women all the time” – PI 12 

 

Women’s Expected Roles in Organisations 

Over the years, women’s participation and recognition in the labour 

market have increased. Their economic participation has been 

acknowledged to be important to national development, and women 

have made a considerable impact. However, the gender-expected role 

institutionalised by culture has permeated organisational culture as 

men and women still conform to the cultural norm even at work. 

In most organisations in Nigeria, certain positions are considered 

“female positions” such as company secretary or Head of HR. There 

is a belief that job titles like MD or Director are set aside as a “man’s 

job” because of the notion that technical positions are best suited for 

men. The role assigned to most women in organisations rarely 

contributes to productivity or performance in their organisations. ‘Most 

women are on boards, but they are not members of the board’ (PI 7). 

Therefore, their work is not considered impactful and is easily 

overlooked for advancing opportunities. The idea that certain positions 

within organisations are suitable for women is the ideology that needs 

to change as more women are excelling as chairwomen (chairmen) of 
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companies. Participants shared some of the unconscious biases they 

have experienced:  

1. “A female is the MD of our exchange, and people 
are thinking, oh, is she a man? That job is a man’s 
job…people still pencil out some jobs and say a man 
should occupy that role… do not say it is a man’s job, 
it is a man’s world. That it is a man’s world thing is still 
happening here in Nigeria. And it is that perception 
that it is a man’s role, women are the weaker sex, it’s 
not for them” – PI 1 

2. “You would find that a lot of the activities that 
women are assigned to are not counted as direct 
contributors to productivity or performance of 
organisations that they belong to” PI 7 

3. “Women, we care. So maybe in a meeting, we are 
trying to organise things, and the guys just sit down 
there, and in some situations, they look to the women 
to organise food. In their subconscious, they are used 
to the idea that women are supposed to look after us, 
women are supposed to take care of us, even when it 
comes to work stuff, and they are delegating, we are 
all peers, we are all trying to do the same type of work, 
they try to delegate feminine type work to women” – 
FG 2 

 

5.5 – Theme 4: Building a Gender-Inclusive Institutional 

Culture 

The final theme identified discusses participants’ recommendations for 

building a gender-inclusive institutional culture The key 

recommendations shared by women across the multiple sources of 

evidence were referenced 171 times (see table 5.1) for building a 

sustainable, inclusive institutional culture. Their recommendations and 

their importance for bridging the gender gap in leadership in the 
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Nigerian service sector emerged as sub-themes based on their 

number of occurrences. This is discussed below in different sections.  

 

Table 5.4 – Building a Gender-Inclusive Institutional Culture 

Sub-themes Occurrences Participants 

1. Changing cultural mindsets 40 PI1, PI3, 

PI4, PI5, 

PI6, PI7, 

FG1, FG2, 

PI9, PI10, 

PI11, PI12, 

PI13 

2. Women’s narrative 34 PI1, PI2, 

PI3, PI5, 

PI6, PI8, 

FG1, FG2, 

PI9, PI10, 

PI11, PI12, 

PI13 

3. Women’s representation 33 PI1, PI2, 

PI3, PI5, 

PI7, PI8, 

FG1, FG2, 

PI9, PI10, 
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PI11, PI12, 

PI13 

4. Education and Empowerment 35 PI1, PI2, 

PI3, PI7, 

FG1, FG2, 

PI9, PI10, 

PI11, PI13  

5. Monitoring and Evaluation 20 PI1, PI7, 

FG1, P11, 

PI12 

Source: Author Derived 

Changing Cultural Mindset 

The patriarchal culture of Nigeria that has permeated into the Nigerian 

service sector structures underpins the barriers to women’s 

occupational mobility. The culture that has specified the expected role 

and place of women has resulted in women lacking the confidence to 

promote their capabilities or pursue leadership positions. Women in 

the family structure are still expected to perform such roles within their 

organisations. Thereby, women are not evaluated based on their 

capabilities, experience, and productivity but rather based on their 

gender. 

Participants emphasised the need to change the cultural mindset 

within the family and social and economic structures. This will support 

the development of enabling environment for young girls and women 

to benefit from a support system that would result in more women 
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occupying leadership positions. PI 7, a leader within the financial 

institutions and also involved in academia, informed this research that 

changing cultural mindset will be gradual as ‘empirical evidence 

begins to emerge, showing that actually, the skills required to be an 

effective leader are gender-neutral, and so, society is beginning to 

realise that women could be leaders too’.  

Men need to be active collaborators to change the cultural mindset of 

the place the woman. Through education and training, men and 

women can engage in effective action planning to build a comfortable 

and equitable working and living environment.  

Participants also accepted the role women play as gatekeepers to 

patriarchy within their family structure and emphasised the importance 

of taking account of their role and the need to change their approach 

to raising their children. Within organisations, women called for a 

collaborative approach to changing cultural mindsets. Most 

importantly, whatever action plan is identified, both organisation and 

industry-specific, needs to be supported and effectively implemented.  

1. “Let us start talking about mindset. How do we 
collaborate with men and women that changes our 
mindset... I feel like that is where the cultural shift 
within institutions is, communicating with each 
other... Once a year, I bring everybody together. 
Men and women, and it is really just to challenge 
the mindset. Discuss the issues. Explain the 
context of the different issues to the men... You 
need to bridge the communication gap and let 
each person see where the value lies between 
them so that we can create a better society. 
Otherwise, we are going to have a society that falls 
apart because the girls are smarter now and well-
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educated. They are ambitious and driven. They 
want to do things” – PI 5 

 

2. “We need to start to parent differently. We need to 
teach differently. We need to say to our girls and boys 
that nothing is impossible. If you really want to do it... 
it has to come from our parenting men and women 
because we have these kids that were thought to have 
this brainwashing system from the very, very 
beginning” – PI 8 

 

 

Women’s Narrative  

Participants believe that women need to challenge their mindsets and 

change the narrative that seeks to limit them. The Nigerian culture has 

nurtured women and young girls to limit themselves. The lack of 

confidence in women and the mindset that women should compete 

against one another for positions is the narrative that participants 

believe women need to change. What families and society tell their 

young girls is ultimately what most will aspire to. ‘If you tell a girl, you 

know what, you can be an astronaut...it will strengthen her...equity 

starts at home”, says PI 11, a HE professor. Women need to stand up 

for themselves and have confidence which will be enhanced through 

self-acceptance and embracing the unique qualities they bring to 

leadership.  

1. “a lot of times we just put ourselves in a box, and 
we are the accuser, the judge and the jury, so 
sometimes we need to just get out of the box and say, 
look, I can be myself, and I can still make it...you can 
tell yourself, I can be me... believe in yourself... Do not 
let anybody make you think that it is not possible. If 
you need to work from home, flexibility is available, 
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speak to the people you need to speak to. If you need 
support, support is available. The options are there, 
but you need to have the conversation instead of just 
giving up.” – FG 2 

2. “Stereotypes, that is how we have been 
programmed. So, we need to deprogram ourselves. 
Even in terms of kitchen, cleaning up, home 
maintenance, everybody has to get involved. So, let 
us not designate that this is a girl's job, and this is a 
boys job in general... I think for me is about women, 
how do we change our own narrative. I think we need 
to redefine what we feel is a woman’s job... I do not 
think that people would deny competence if it is there. 
You know, they might not like you, but you know 
what? When they know you are good, they will keep 
you as their hidden treasure...” – PI 11 

 

Women’s Representation  

Participants involved in this research who are leaders in their fields are 

all members of various women’s networking groups. They highlighted 

that those women organisations need to better leverage the different 

organisational bodies to have a united front to tackle the discriminatory 

institutional culture. The need to present as ‘one united voice about 

gender equality in line with the UN sustainability goals, as this will 

result in a better impact within their various institutions’ informed by PI 

1, a leader within financial institutions. The analysis highlighted the 

need for a deliberate attempt by women to develop a workplace culture 

that supports one another. Women in leadership positions need to 

understand that succeeding as a leader and advocating for women's 

inclusion will pave the way for more women to be given the 

opportunity. Celebrating women’s achievement and success at the 

corporate and university level is essential to creating awareness that 
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women can be successful leaders. Creating representation and 

awareness of successful women leaders will encourage women and 

young girls to strive for their career ambitions.  

1. “A lot of women look up to us not because they want 
you to guide them on the jobs they want to do, but how 
are you able to combine being able to be a mom, 
being an accountant, flying to Abuja? How are you 
doing it? So sometimes telling our own stories to 
help... There is also that encouragement, the sharing 
of our stories. Which I do not think we do enough, so 
it is not real, I want to put you up for promotion 
because you are a woman, it's more around I want to 
recognise what you have done right, and also help 
you see how to balance everything out...You look at 
your board, your leadership team and say that person 
looks like me, that person is representing me” – FG 1 

2. “Women’s stories are not shared. And that is why I 
like what Business Day does now.  They do women in 
business. We need to share those stories across the 
food chain. When Tech About It did women in tech. 
When they did women in tech the other day, what they 
did is that they made it not for women to celebrate 
each other. They used it as a showcase and to use it 
to project to younger ladies/ girls. And they went to 
schools and got schools to bring their girls for those 
kinds of talks... Let us define who we are for 
ourselves, with more emphasis on the professional 
side. I think that we pay too much emphasis on the 
social side. Let us build the professional side of 
women and celebrate women’s accomplishments in 
general. Let us assume that we failed in one 
generation, let us go back and start building the men 
and women and changing the narrative at the lower 
level. Let them see women as achievers, doers, 
nothing can stop them” – PI 11 

 

Education and Empowerment  

Participants called for initiatives and efforts to support and encourage 

women and young girls to venture into male-dominated industries. 

Women-centred programmes for empowerment are vital to ensuring 
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women fully contribute to the economy. The education of young girls 

and women is necessary to bridge the literacy gap and ensure a 

continuous cycle of quality women entering the workforce, especially 

in STEM-related fields. Participants urge NGOs and other 

organisations to engage with schools and talk to girls about their 

career paths. Encouraging women and creating awareness and 

representation of successful women in their industry of study can aid 

in motivating women and young girls to pursue qualifications in male-

dominated fields. PI 2, a middle-level employee within the ICT sector, 

highlighted that during her time in university, it would have been 

‘rewarding and fulfilling to see more encouragement from industry 

leaders providing pep talks about what the industry is really like, what 

sort of training students should be looking at, and what sort of 

certification you should be looking at getting’. These sorts of initiatives 

are not consistently done within educational institutions. 

1. “That awareness needs to be created women can 
actually go into science, technology, and engineering. 
That awareness needs to start with the basic 
education... So that awareness has to start from 
primary school, secondary school up to the university 
level. That this is where women can 
participate...Government has to create different 
programmes that would promote women to actually 
go into science and technology that would actually 
close the gap between men and women in tech” – PI 
3 

2. “I think the second thing is the work of people in 
education to almost deliberately and consciously 
support all that shows an affinity for technology and 
do not deliberately discourage them. And it still 
happens that there are girls that want to do tech and 
they are discouraged... So again, deliberately, and 
consciously encouraging women into going into 
technology.  There are quite a few NGOs that are 
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supporting girls and technology. Girls who Code... 
There are many NGOs that are actually supporting 
the entering of women into technology.” – PI 10 

 

Monitoring and Evaluation  

Organisations must be deliberate about building a gender-inclusive 

and diverse culture and constantly monitor their inclusiveness and 

diversity levels across departments. Participants believe organisations 

need to be aware of the rewards and benefits available when 

implementing inclusive systems within their structures. By doing so, 

‘society can optimise all the resources available to it...and improve in 

terms of growth and development’ (PI 7). Consistent monitoring and 

evaluation of policy actions and implementation at all levels of 

business to ensure a positive effect in bridging the gap. The discussion 

in FG 1 focused on consistent monitoring and accountability of the 

system, recognising where it is due. Most importantly, ensuring that 

there is no unconscious bias that favours women but ensures that the 

system is inclusive and diverse, whereby the organisational system 

provides a fair opportunity for everyone.  

1. “I think organisations need to be a bit more 
sensitive to ensure that there is certain legislation 
coming up in general... your internal policies that state 
that we must have a certain ratio, and diversity is 
across different dimensions there's ethnic diversity as 
well... we also need to be mindful that while we are 
speaking about gender...has to be inclusive all around 
in general. I think you need to be delicate about it. 
These are things that HR needs to monitor... On the 
supply side, we are to ensure that organisations are 
thinking about inclusiveness and diversity. On the 
demand side, gender-specific” – PI 11 
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2. “I think if organisations now have set targets and 
then have HR specifically monitoring... You can find 
out what are the factors that are causing those women 
to drop off and how can you breach them by 
organisation by organisation... clearly articulated 
equality policies within your institutions, firm 
communications and even the women to women need 
to learn to communicate firmly in place of work. So we 
are taking advantage, communication, building the 
right culture” – PI 12 

 

5.6 – Summary 

This chapter has discussed the research findings, presenting a holistic 

view of women's challenges in the service sector and highlighting 

recommendations for building a gender-inclusive institutional culture. 

The findings revealed the positive and negative perceptions and 

attitudes women participants experience within society and their 

organisations. The quality women possess for effective leadership was 

discussed, and the importance of women’s competencies for business 

future development was emphasised.  

The research findings further revealed five common cultural and 

structural barriers to women’s occupational mobility and the impact on 

women’s ability and opportunity to participate and contribute within the 

sector. This research aims to highlight the prevailing barriers to women 

and the opportunity for women to contribute to producing knowledge 

in setting out necessary recommendations. Strategies would mitigate 

the gender gap in leadership and build a gender-inclusive institutional 

culture. The five key recommendations set a holistic approach for a 
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sustainable action plan for organisational and women to change the 

current status quo.  

The following chapter will discuss the research findings in detail and 

draw a wider context for a robust discussion. 
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CHAPTER SIX 
Discussion 

 

6.1. Overview  

This chapter discusses the research findings and key 

recommendations for building a gender-inclusive institutional culture. 

This chapter will present the connection between the research findings 

and the dimensions of institutional theory. Furthermore, this research’s 

contribution to knowledge will be framed around the key sub-themes 

that have emerged, which are necessary for organisations and women 

NGOs to consider for building a gender-inclusive institutional culture. 

First, a recap of the purpose of this research. 

 

6.2. Purpose of the Study 

The rationale for this study, as explained in Chapter One: Research 

Overview stems from the fact that women account for half of the 

population of Nigeria and contribute over 60 per cent to the service 

sector (World Bank, 2019), but are marginalised and excluded from 

fully participating in the economy. One of the five key areas identified 

by the National Gender Policy (NGP Report, 2013) is the importance 

of cultural re-orientation and changing gender perceptions and 

stereotypes to mitigate the gender gap. Therefore, this research aimed 

to investigate the prevailing barriers to women’s occupational mobility 

within the Nigerian service sector and inform the development of 
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organisational practices to build an inclusive institutional culture, 

focusing on the gender dimension in diversity and inclusion.  

Women's full participation and inclusion can contribute trillion dollars 

to the global organisation’s annual revenue and global GDP by 2030 

(WomenRising2030, 2018). Companies with gender-diverse 

leadership work extremely well together to create better solutions and 

new opportunities. Such organisations are 1.7 times more likely to 

have strong leadership, 1.5 times more likely to lead in growth and 

future trend culture and 1.4 times more likely to have sustained 

profitable growth (International Labour Organisation, 2019a).  

For this research, a radical feminist perspective was used as a lens to 

investigate the Nigerian service sector as it embodies the aim of this 

research. To reshape the status quo and reimagine institutional 

practices that consider women’s full participation. Therefore applying 

Derrida’s deconstructive tool to the radical feminist perspective 

allowed this research to tackle two main objectives. Firstly, to examine 

Nigeria’s cultural and institutional context that determines the place 

and role of women. Thereby deconstructing the gender construction 

within the Nigerian service sector, analysing the national culture and 

the construction of organisational practices through institutionalisation, 

and evidencing its effects on women’s experience and leadership 

opportunities. Through deconstruction, the analysis of the power 

dynamics within society and organisation, the effect of women’s 

marginalisation, and the construction of discourse and knowledge 

exemplified the power relation within Nigerian society and, importantly, 
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within organisations (Baxter, 2003). This tool explained the diverse 

forms and practices of discrimination within the Nigerian culture that 

has permeated organisational practices.  

The second objective identified the prevailing cultural and structural 

barriers that affected women’s occupational mobility within the 

Nigerian service sector. This was investigated through a feminist 

perspective, which seeks to increase empirical understanding of how 

inequality is produced, focusing on offering sustainable 

recommendations to mitigate it (Davis and Hattery, 2018). The main 

purpose is to discover avenues to change dominant ideology and 

restructure and change the narrative to build gender-inclusive 

practices.  

The justification for utilising institutional theory to address this 

objective and to frame this research is that this theory can be used to 

understand organisational and managerial practices shaped by 

societal influence rather than economic opportunities due to gender 

diversity and inclusion (Suddaby, 2013). The dimensions within the 

institutional theory (cognitive, normative, and regulative) have been 

used to explain and evidence that organisational practice within the 

Nigerian service sector is the result of conformity and legitimacy 

following the Nigerian national culture rather than maximising 

economic growth and performance with utilising the full potential of the 

human capital pool available. The Nigerian culture steeped in 

patriarchy influences the organisational perception of women, thereby 

resulting in the conscious and subconscious marginalisation and 
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exclusion of women from fully participating within their organisations. 

The data from the primary activity conducted with women from the 

Nigerian service sector has demonstrated the manifestation of 

organisational institutionalisation and the key barriers to women’s 

occupational mobility.  

The literature review conducted in chapter 2 and the theoretical 

framing in chapter 3 revealed the extent to which gender has been 

considered in constructing the national culture and the benefits and 

disadvantages of gender expectations. The empirical evidence 

demonstrated in chapter 5 agrees and adds to the research conducted 

by (WomenRising2030, 2018) and Harvard Business Review  (Zenger 

and Folkman, 2019) in arguing against the mindset that women’s 

competencies and qualities are not suitable for leadership. The idea 

that feminine characteristics go against effective leadership, as 

evidenced in the analysis in chapters 2 and 3, has resulted from the 

negative construction of women’s expected roles. This research result 

indicates that women possess, contrary to dominant belief, the 

necessary characteristics for effective leadership and, if given the 

necessary support, would result in a successful leadership expression.  

The belief that women lack the confidence for leadership positions was 

identified within this research in support of the literature analysis in 

chapter 2. The data from this research point to the upbringing of the 

girlchild that has influenced the mindset of how women perceive 

themselves and their potential. The researcher seeks to highlight that 

women within the workforce not only have to contend with society’s 
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expectation of the place of women, but they have to also contend with 

the organisational practices that perpetuate discriminatory practices. 

This results in women also lacking confidence in their institutional 

structures. This research believes that women lack confidence in their 

organisations. Based on experience, their organisations have 

demonstrated to be less favourable to women. Therefore, most 

women shy away from considering leadership positions because they 

believe they would not be considered fairly. The empirical evidence 

from this research shows that those organisations supporting women 

have built an environment that encourages and supports women’s 

productivity even during maternity leave. Those women leaders 

advocated for their organisational support and the positive influence 

and fair consideration they had on their occupational mobility.  

 

6.3. Theme 1: Perception and Attitudes of Women 

Leaders and Aspiring Leaders 

Regardless of women’s success in leadership, as shown by some of 

the participants, popular opinion in society still indicates that people 

worldwide do not trust women to be effective leaders (Ro, 2021). This 

perception is deep-seated and is, therefore, difficult to change as 

stereotypical masculine attributes are still the default belief of a 

successful leader. Gender beliefs and stereotypes greatly influence 

how men and women are perceived in leadership. Women are often 

described as ‘emotional’ and lacking in focus’ (Mbachu and Uguru, 
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2018),  and are not considered strong leaders. Their male counterparts 

are described as competitive, independent, self-confident, and more 

suited to be effective leaders (Hoffmann and Musch, 2019).  

Participants involved in this research were asked about their thoughts 

on the perception and attitude of women leaders and women’s 

aspirations for leadership positions. Two major themes emerged from 

their responses, the negative and positive perceptions and their impact 

on how women are perceived. The overall impression from the women 

was that the perception of women as leaders and women’s aspiration 

to become leaders are diverse and depend on whom you ask.  

This interview question on perception and attitude toward women 

sought to set the stage for the prevailing attitudes towards women's 

leadership. Our perceptions and attitudes are governed by our 

cognition, an important factor within the institutional theory and the 

institutionalisation of organisational practices. Understanding the 

perception and attitudes revealed the extent to which women leaders 

and aspiring leaders are accepted and supported. The findings shed 

light on the complexities of this theme, as the perception and attitudes 

shared by women depend on their experience and the organisation 

they work for. Regardless, a clear picture of the perception and attitude 

towards women leaders and aspiring leaders could be extrapolated 

from the participants' shared experiences.  

There was an overwhelming acknowledgement of the positive 

attitudes that are gradually changing depending on women being 
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given more opportunities to perform and the advancement that has 

been achieved with a more inclusive mindset towards leadership. The 

tradition of a woman's place or the idea that appointing women leaders 

over their male counterparts would be counterproductive. A risk to 

organisational growth was acknowledged to be gradually changing. 

This negative mindset towards women has become the norm and has 

resulted in unconscious bias against women in leadership selection. It 

has developed an organisational practice that has seen women rarely 

considered for promotion even when they are next in line, as explained 

by PI 12, a leader within the ICT sector.  Leadership potential should 

be judged based on competency, capacity, and performance, 

regardless of gender. However, societies like Nigeria appear to judge 

leadership potential based on expectations that ascribe positive 

leadership attributes to men as they are perceived to be the preferred 

leaders (Islam and Nasira, 2016).  

Therefore, to change women’s negative perception, inclusive 

regulations have been adopted and implemented, for instance, quotas 

on political representation in the case of Rwanda (Guariso, Ingelaere 

and Verpoorten, 2018), whereby women have been given the 

opportunity and the platform to deliver. The success of women 

demonstrating their leadership competencies and capabilities has 

made it possible for more women to be given opportunities and the 

growing positive perception and attitude toward women. Therefore, 

there has been a gradual revolution as businesses are beginning to 
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realise the potential and benefit of women’s inclusion and participation 

in leadership. 

Nevertheless, regardless of women’s representation and positive 

achievement, there is still a deep-rooted difficulty in accepting the 

change occurring and wholeheartedly trusting that women can be 

effective leaders. The unconscious bias toward gender and leadership 

postulates that leadership characteristics are associated with 

masculine stereotypes by default. Even the most progressive still fall 

into this institutionalised bias (Ro, 2021). 

The negative perception and attitudes still exist and dominate the 

Nigerian context (Agbalajobi, 2021). This negative mindset unveiled 

itself in various experiences recounted by women within this research. 

There is a belief that the role of women within the organisation is not 

taken seriously, as described by PI 2, a mid-level employee within the 

ICT sector, as their ultimate expected role is at home with their 

families. Therefore, within the workplace, women expressed that their 

productivity is not appreciated, and their presence and contribution are 

often ignored and not acknowledged. This mindset towards women is 

summed up under patriarchy still being the ‘basis of leadership 

expression’, the lens through which decisions are made and very 

much present within organisational structures as summed up by PI 7, 

a leader within the ICT sector Academia. Patriarchy as the lens for 

leadership expression has been criticised as an unjust social system 

and described as constructing a society whereby the difference 

between masculinity and femininity is between freedom and subjection 
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(Pateman, 1988). The dominant system has created a broad network 

that governs political, social, religious, cultural, and industrial spheres 

for generations. Men dominate, control, and occupy leadership 

positions in all spheres (Allanana, 2013). With a broad network, this 

system has institutionalised an order that accords men an undue 

advantage over women.  

In relation to the literature review, the patriarchal belief is present in 

men and women, as participants highlighted women's negative 

mindset within the workplace. Especially shared PI 6, an entry-level 

employee within the ICT sector, shared that women are unwilling to 

contribute impactfully as their male counterparts. The mindset that 

men are more inclined to find solutions is the mindset that most entry-

level female employees have taken, which is detrimental to the 

perception of women’s capabilities in the workplace. Overall, this 

theme was summed up with the belief that ‘it’s a man’s world’ (PI 9). If 

men are unwilling to allow women to participate and contribute to 

leadership, organisations will still have gender disparity regardless of 

women's educational attainment. 

 

6.4. Theme 2: Quality of Women Leaders 

Women’s quality of leading is viewed through the lens of an expected 

attribute of femininity. Women are perceived not to be agentic, 

decisive enough for leadership, or have the voice or stature to lead, 

and these traits are traditionally associated with men (Ro, 2021). 
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Gender-based stereotypes created and maintained by culture have 

made it difficult for women to attain leadership positions. Women often 

face a double bind as highly communal women are criticised for being 

soft and deficient leaders, and highly agentic women experience 

criticism for not being female enough (Hoyt and Murphy, 2016:388). 

As long as society associates leadership with masculine traits, women 

will be evaluated more negatively than their male counterparts. Men 

are promoted to leadership roles more frequently than women, despite 

no performance differences (Chamorro-Premuzic, 2019).  

A change in cultural expectations of leadership is important, allowing 

women to express their leadership competence in their unique way. 

Discriminatory cultural belief undermines women’s leadership mobility 

because it presents them as underqualified, and it serves as a barrier 

and develops a difficult process for women to attain leadership. Even 

when women attain leadership positions, the popular perception will 

regard their leadership as illegitimate (Eagly and Heilman, 2016). 

The evidence clearly shows that women and men in leadership roles 

are more alike in their performance, but women still experience 

discrimination. They have limited access to leadership roles, are paid 

less and are subject to discriminatory practices resulting in limited 

authority and power (Sümer, 2006). Sczesny et al., (2004:632), citing 

Eagly (1987), explains that consensual beliefs about the attributes of 

men and women have developed socio-cultural stereotypes and 

established social roles. Men are ascribed breadwinners, and women 

are homemakers. Think-manager – think male is a popular correlation 
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with leadership and results in an unconscious bias that discriminates 

against women.  

Although more research by Koch (2019) is shedding light on the fact 

that the leadership traits necessary for the future tend to be more 

prevalent in female leaders and can be cultivated by leaders of any 

gender, skills such as humility, empathy, resilience, entrepreneurial 

spirit, and persuasiveness are theorised to help increase a company's 

financial success. 

In 2018, WomenRising2030 (2018:10) research identified six 

leadership competencies critical to success in developing business 

opportunities in line with global goals. They informed that ‘long-term 

thinking, innovation, collaboration, transparency, environmental 

management, and social inclusiveness’ are crucial in maximising 

short-term profits and achieving longer-term growth goals. “These 

competencies are most prevalent in gender-balanced teams that 

include women in leadership roles”. In support of these competencies, 

research conducted by Harvard Business Review (Zenger and 

Folkman, 2019) indicates that women outscore men in 17 out of 19 

capabilities that differentiate excellent leaders from average ones. 

Such capabilities include ‘taking initiative, collaboration and teamwork, 

resilience, drivers for results, championing change, bold leadership, 

developing others and innovative’, to mention a few. Evidence that 

women's leadership capabilities are critical to future sustainable 

development. 
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Eagly and Carli (2003) add that stereotypical feminine qualities are 

increasingly important to leadership. Qualities such as cooperation, 

mentoring and collaboration are needed in contemporary 

organisations. To fully maximise future business and national 

development trends requires changing the stereotypical leadership 

idea that “men take charge, women take care”. Challenging the idea 

that men are better suited for leadership because they are dominant, 

confident and self-reliant (Surawicz, 2016:1435). 

More research by Oghale (2015) is documenting at women are 

naturally instilled with salient qualities such as industriousness, risk 

management, shrewdness, shock adsorbers and organisational skills, 

making them competent to lead. Okafor (2018) describes women as 

authentic leaders because they provide a sense of direction and 

initiate changes to accomplish organisational goals.  

Comments by Peterside (2021) explain the increasing importance of 

women’s participation being interwoven into the institutional fabric 

because the sustainability and growth of any society require the full 

functionality of women. They possess and bring leadership a 

uniqueness of different emotional and structural dimensions to 

effectively drive change and provide solutions to challenges. 

Therefore, this research aimed to contribute to existing research by 

including women’s perspective on the qualities they believe is 

essential to effective leadership and the qualities aspiring leaders 

believe women in leadership need to possess. As discriminatory 

gender stereotype of women has hindered their leadership 
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opportunities. Women are viewed through the lens of being soft, weak, 

and lacking dominant leadership qualities. This has resulted in men 

being promoted to leadership more frequently than women, even 

though their performances are similar. That is because men are 

perceived to possess the traits of leadership: assertiveness, 

dominance, effectiveness etc. Although traits such as empathy and 

resilience (Koch, 2019) are mostly associated with women, 

characteristics such as these have been theorised to be important for 

future business development. 

As qualities for effective leadership have been considered 

synonymous with the male gender, it was important for this research 

to highlight women’s qualities and competencies to justify their 

leadership capacity and argue that women possess effective 

leadership characteristics. This research theme resulted in a wealth of 

adjectives describing women’s qualities shared by participants, as 

Figure 6.1 demonstrates in a word cloud. Participants were asked to 

share women's qualities and capabilities that make them effective 

leaders. Women leaders shared adjectives that they believe have 

helped them over the years be effective leaders. While entry-level and 

mid-level employees shared adjectives that women leaders within their 

organisations possess that make them effective. Including the 

characteristics they believe they possess that make them effective in 

their roles. These adjectives add to the wider context of the research 

conducted by WomenRising2030 in 2018 and by Harvard Business 

Review (Zenger and Folkman, 2019). 
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Figure 6.1 – Word Cloud Depicting Women’s Leadership Qualities  

 

Source: Author Derived 

Over the years, feminine characteristics, in particular, women’s 

emotions have been used to marginalise them from leadership 

opportunities as they were perceived as having weak leadership 

qualities (Bako and Syed, 2018; Saint-Michel, 2018). However, 

women within this research state that women’s emotions bring out 

emotional intelligence that can be channelled for a positive leadership 

impact. Women can be empathic and relate to others effectively 

through their emotions, which is considered a strength in leadership. 

Therefore, the argument that women possess weaker leadership traits 

and, therefore, cannot be effective in leadership has been refuted in 

this research. 

Figure 6.2 shown below seeks to evidence the relationship between 

organisational practices due to institutionalisation. The use of 
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Institutional theory to frame this research has allowed it to evidence 

how Nigerian organisations have adapted to their environment's 

political, cultural and societal demands to gain legitimacy (Oliver, 

1997a). The following sections will review themes 3 and 4 through 

institutional theory dimensions. 

Figure 6.2 synthesises the influence of institutionalisation on 

organisational practices. Evidencing the extent to which the cognitive, 

normative, and regulative institutional factors manifest in women's 

experiences within the Nigerian service sector. The five key structural 

and cultural barriers to women’s occupational mobility identified in this 

research can be linked to the dimensions of institutional theory. 

Women lack confidence, and their expected roles are linked to 

cognitive institutionalisation that has influenced the mindset of both 

men and women in how they perceive the place and role of the woman. 

Secondly, it has become the norm, as described, in work culture in that 

women are excluded from important conversations that would impact 

their occupational mobility and a workplace practice that pits women 

against each other in vying for leadership. Finally, the regulation on 

maternity leave and the stigma associated with it make it a difficult 

work environment for women returning from it.  
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Figure 6.2 – Summary of Research Findings  

 

Source: Author Derived 
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6.5. Theme 3: Cultural and Structural Barriers to Women’s 

Occupational Mobility 

One of this research aims was to highlight the prevailing barriers to 

women’s occupational mobility. The barriers would show the cultural 

and structural organisational challenges women within the Nigerian 

service sector experience. The common barriers that resonated with 

women within ICT, Financial Institutions and Academia resulted in five 

key sub-themes highlighted in Chapter Five: Research Findings. 

These sub-themes shed light on the manifestation of the 

institutionalisation of Nigeria’s service sector and its subsequent effect 

on women's experience and the challenges faced for leadership 

advancement. Therefore, in this section, these sub-themes will be 

discussed in relation to the dimensions of institutional theory and 

drawing in a wider context for a balanced discussion. 

 

Women’s Lack of Confidence 

The ‘imposter syndrome’ is a common term that can describe women's 

lack of confidence in their abilities. Confidence can be understood as 

the ability to display self-belief and/or self-efficacy belief to set and 

attain specific goals or rely on one’s innate abilities to accomplish 

success. Early research (Carli and Eagly, 2001) exploring this 

phenomenon has shown that women are disproportionately affected 

when it comes to lack of confidence. However, it later emerged that 

men also suffer from a lack of confidence (Zenger, 2018). In the 
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context of this research, ‘impostor syndrome’ was frequently 

associated with a lack of confidence among women. Jones (2019) 

defines imposter syndrome as women feeling as though they do not 

deserve that promotion or job, and with time, their lack of ability and 

knowledge will be discovered. The gender confidence gap is a concept 

used to explain women’s lack of leadership aspiration. Women's low 

self-esteem results in lower aspiration in the workplace and declining 

to apply for a job or a promotion when they believe they lack any of 

the criteria (Carlin et al., 2018). Women have lower expectations for 

success and tend to underestimate themselves (Herbst, 2020), which 

can be linked to their upbringing. The family structure plays a role in 

women’s lack of confidence. As Adichie (2014:12) explains that 

women are thought to “shrink themselves, to make themselves 

smaller”. This has resulted in women accepting the subservient 

narrative that culture bestowed on them.  

As businesses are beginning to realise the positive effect of women’s 

inclusion and participation in leadership through women’s strong and 

impactful performance (McKinsey&Company, 2018), more 

opportunities have been made available to women. However, as 

revealed in the research findings in chapter five, some women are 

known to turn down leadership opportunities or promotions for one 

reason or the other. It could be imposter syndrome which has been 

used to describe women’s lack of confidence, or as participants within 

the FG1, FG2, PI 8, and PI 11 alluded to, women have been brought 

up to shrink and limit themselves and thereby turn down promotion 



 

282 
 

opportunities. The upbringing of the Nigerian girl has hugely impacted 

her narrative and her cognitive, an important dimension of being 

institutionalised within Nigerian society. The common narrative is that 

girls are not brought up to be fearless, and goal achievers, as these 

characteristics, are mostly reserved for the male child. 

As organisations only recognise and promote those in the position of 

power and those who make a significant contribution to organisational 

productivity, the challenge highlighted is that, since women shy away 

from opportunities for impact, they fail to be acknowledged, and this is 

translated to means that women lack what it takes to handle leadership 

positions. It has created an accepted norm that women do not have 

what it takes for leadership, which serves as a cultural barrier to 

women’s occupational mobility. Cultural upbringing is at the root of 

women’s lack of confidence. It has conditioned the minds of women 

and young girls and needs to be addressed to mitigate the missed 

opportunities for leadership. 

PI 9 and PI 12 alluded to the mindset that some women believe that 

their achievement and leadership attainment is a prerequisite of men 

in power giving them the opportunity and not necessarily because they 

deserved it. Therefore, they believe they are at the ‘mercy’ of men. 

Thus, regardless of their educational attainment, it would ultimately 

take a man to promote them. This sort of mentality has permeated 

through the employment levels. It has created a mindset that women’s 

capabilities and productivity amount to nothing if they are not in men's 

‘good graces’. 
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Women’s Exclusion from the Conversation 

The view of men excluding women from important conversations can 

be seen as unintentional. Nevertheless, the effect on women’s 

occupational advancement is enormous. It is important to 

acknowledge the experience of marginalised women and urge men to 

work on changing these behaviours (Weiss, 2016). The reality for 

women and as demonstrated by participant's shared experiences is 

that the informal male settings in which some career decisions are 

made will seem foreign to them, as it will sometimes feel difficult for 

women to fit in, but it is a setting that they need to be in nonetheless 

(Wensil and Heath, 2018). 

This research finding sheds light on the dysfunctional work culture in 

Nigeria that allows important work conversations to be done in an 

informal setting. It has become the institutional norm, and most of 

those who gather after working hours to ‘relax’ are men. These 

settings, most times, are used for networking and business 

discussions. The repercussion is that the women that would be 

affected are hardly found in such settings. These important 

conversations will most likely affect a women’s career advancement.  

PI 9 expressed the fact that they believe that men enjoy the privilege 

of being ‘at play and also at work’. The work culture in Nigeria is no 

longer limited to 9-5 anymore (PI 11), as employers are looking for 

employees who would be available to them even after working hours. 
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Therefore, subconsciously this factor is embedded within their 

recruitment and promotion. Employees with the flexibility to work 

beyond working hours and available on short notice for business travel 

are considered more favourably. The downside is that women with 

family and care responsibilities are disadvantaged by this factor as 

they are not considered because it is presumed that they would be 

unavailable.  

The conversation surrounding this work culture produced two 

alternatives for women and their organisations to consider moving 

forward. Either organisation strictly restricts work conversations and 

important decisions during office hours, thereby maintaining that no 

important discussions and decisions are made in informal settings. 

This view shared by participants may seem like a utopic reality, but it 

requires proper structures and accountability for how and where 

important decisions are made. In addition, any decision that would 

affect career mobility must be had with the employees that would be 

affected before final decisions are made. 

Or on the other hand, women should change the norm, the narrative 

that inhibits them from venturing into those informal settings where 

networking and important career prospects are discussed. Culture and 

society frown upon women being comfortable in those spaces. Still, 

the argument is that if women do not break into those settings and 

participate in those conversations, they will be excluded and left 

behind when important decisions are made.  
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Lack of Sufficient Support from Fellow Women 

The euphoric belief is that as more women are promoted into 

leadership positions, it will lead to better representation and support 

for other women to aspire to and attain leadership positions. However, 

the popular belief in most African societies is that women are in direct 

competition with other women for jobs, accomplishments, and 

recognition and do not include their male counterparts (Faniko, 

Ellemers and Derks, 2020). Participants concurred with this belief, 

especially PI 1, FG 2, and PI 10, that women, whether in a position of 

power or within similar employment levels, do not band together and 

support one another. Especially women in leadership positions, as 

they will remain silent when other women experience discrimination or 

harassment. They either turn a blind eye or contribute to the 

discrimination women experience. This idea that women in leadership 

positions do not support other women enough can be referred to as 

the ‘Queen Bee’ phenomenon. This term describes the response of 

female leaders who attain leadership positions in a male-dominated 

organisation. As they contend with gender stereotypes that seek to 

underestimate their abilities, their response would be to exemplify their 

masculinity, ambition and ability by distancing themselves from 

feminine stereotypes (Faniko, Ellemers and Derks, 2020).  

Whereas Derks et al., (2011)  found that such women defend the 

status quo and are less supportive of other women's advancement and 

career ambition. In this study, it has emerged that subconsciously or 

consciously, women in power are perceived to take away power and 
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legitimacy from other women to maintain their power. They either 

ignore other women or contribute to the discrimination women face. 

This perception is also evidenced by  Sengul, Cinar and Bulut (2019), 

as there is a universal belief that women are brought up to compete 

against each other. To compare, undermine and undercut one another 

(Gordon, 2015).  

Recently, there has been an understanding that diversity within an 

organisation's leadership ranks is vital to gaining societal legitimacy. 

However, there is an underlying belief that although diversity is 

mandated, there is only one seat at the table for women. Adopting a 

scarcity mindset of leadership positions has resulted in women fighting 

amongst themselves (Kiner, 2020).  

The ‘Queen Bee’ syndrome is especially accurate and has become the 

norm in Nigerian institutions. This could be because most women in 

leadership positions perceive that their leadership attainment was at 

the behest and benevolence of powerful men within their organisation, 

so they would rather remain silent than ‘bite the hand that feeds them’ 

as the phrase goes. They would rather support the flawed system and 

encourage women experiencing harassment to either bear it or leave 

the department or organisation than address the issue by lending  their 

voices to end workplace discrimination and harassment.  

Participants also drew attention to the numerous women's 

organisations like WimBiz, with over a decade of service promoting an 

inclusive working environment for women. Especially PI 1, PI 3, PI 5, 
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and PI 12, who urged for a partnership with all the women's 

organisations within Nigeria to work together and present as a unified 

voice, especially in advocating for women experiencing discrimination 

and harassment in their workplace.  

 

Women and Maternity Leave 

The Nigerian institutional regulation of maternity leave has often been 

leveraged against women. Most women experience resistance when 

returning to work after maternity leave or their promotion is given to a 

junior colleague. There is a fear of dismissal once a woman becomes 

pregnant or during maternity leave, as women lack protection and job 

security. The perception of maternity leave as a barrier to women's 

career advancement needs to change, as more women are 

demonstrating that they can be productive at work while still on 

maternity leave. 

In addition, the discriminatory practice of maternity leave is the fact 

that, in most cases, men only receive zero to five days of paternity 

leave in Nigeria (Ifeoluwa and Olaitan, 2015). This solidifies the 

challenge to women that their male counterparts can work longer 

hours which is considered more productive. Therefore, men are 

favourably considered for promotion opportunities when available 

because of the notion that long hours at work correlate with 

productivity.  
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There is a fear of dismissal once a woman becomes pregnant or during 

maternity leave, as women lack protection and job security(Ifeoluwa 

and Olaitan, 2015).  

A report by the Nigerian Federal Ministry of Health (2019), in 

collaboration with UNICEF and Alive & Thrive, set out policies and 

practices that institutions need to adapt to support women and 

maximise their potential. The report findings show that organisations 

know the protection and maternity entitlements. However, there has 

not been effective implementation and adoption. The Federal 

Government has recently approved 14 days of paternity leave for civil 

servants (Daka, 2021). A welcomed legislation to mitigate the 

discriminatory stigma associated with maternity leave and strengthen 

men’s role in caring duties. Women face discrimination at work and, in 

most cases, lose promotion opportunities because of maternity leave, 

and as such, there is a need for this legislation to permeate into all 

organisational spheres in hopes of changing the negative experiences 

of women shared by participants. 

Participants shared a growing trend of receiving support from their 

organisations while on maternity leave. Participants in FG 1 and FG 2 

in leadership positions within this research shared their experiences 

on how they were promoted while still on maternity leave because they 

were still delivering and contributing to their organisation’s productivity 

and were rewarded for their work. However, there is still a negative 

perception and attitude surrounding women taking and returning from 

maternity leave that needs to change. Women feel they are not eligible 
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for promotion because of maternity leave, and most women still 

experience challenges returning to work, mostly from their co-workers. 

The popular belief is that women would not contribute as much time to 

their work because they either have to resume work later or leave early 

for care responsibilities.  

The fact that needs to be emphasised more is that regardless of the 

time spent at work, the most important factor that should determine the 

effectiveness of employees, women, and those returning from 

maternity leave, should be whether or not they are delivering on their 

deliverables and are contributing to their organisational productivity 

and growth as women in leadership who were promoted during their 

maternity leave were assessed based on these criteria.  

This should be the basis for judging and rewarding women’s 

effectiveness. The fear of the stigma and disadvantage resulting from 

maternity leave has discouraged employees from putting themselves 

forward for promotion and/or putting off marriage and childbearing. 

Because the popular ideology is that you cannot be promoted or 

become successful within your industry while married or on maternity 

leave, this is a myth and a narrative that needs to change as more 

organisations are investing in supportive systems for families and are 

becoming aware that with the right supportive environment women are 

still able to maintain and most cases exceed expectations with their 

productivity. 
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Women’s Expected Roles in Organisations 

Cultural expectation of the place and role of women within society has 

influenced the lens through which women’s occupational roles are 

selected (Adisa, Abdulraheem and Isiaka, 2019). Women are viewed 

first as wives and mothers before their job roles, and the challenge is 

that men in positions of power would rather assign a less demanding 

or productive role to women so as not to interfere with their main role 

as wives and mothers. This unconscious perspective results from 

cognitive institutionalisation by the culture, which has permeated into 

organisational culture and women are expected to conform to the 

cultural norm even at work (Ogunjemilua and Familugba, 2015). The 

idea is that the woman in the department automatically means that 

they plan the office parties because it’s a ‘woman’s job’ (Nettikkara, 

2015). Even in politics and decision-making roles, most women seem 

invisible and relegated to their background, and their influence on their 

organisation’s productivity and decisions are low (Afolabi, 2019).  

The idea that leadership roles would be too tasking for the woman, the 

mindset is ‘how would she cope with her family obligations?’ (FG 1, 

FG 2). This has resulted in job title and function segregation of roles. 

Some positions are considered ‘female roles’ or a ‘woman’s job’ (PI 

12). Putting a woman in a ‘man’s role’ like chairman or managing 

director, raises eyebrows, as those roles have subconsciously been 

pencilled in as a ‘man’s job (PI 1). Promoting a woman to those roles 

would be questioned, as the women would be questioned on their 
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effectiveness and capacity to deliver and cope with the demands of 

the role coupled with their expected care and home responsibilities.  

This mindset has resulted in women being promoted to ‘board 

members but are not necessarily members of the board’ (PI 7) 

because their role is not impactful or contributing effectively toward the 

board's goal. Secondly, although women within organisations are 

assigned a role, those roles rarely contribute to organisational 

productivity. Therefore, they are not considered vital assets. During 

promotions, those employees that effectively contribute to their 

organisation's productivity, mostly men, would be considered 

favourably.  

 

6.6. Theme 4: Building a Gender-Inclusive Institutional 

Culture 

The main contribution to study for this research is outlining the future 

of building a gender-inclusive institutional culture within the Nigerian 

service sector. Institutionalisation has played a massive role in 

women's experience within this sector, highlighted in the cultural and 

structural challenges to their occupational mobility. It has also 

determined society's perceptions and attitudes towards women and 

aspiring leaders. Finally, the lower values ascribed to feminine 

characteristics and competence and less favourably considered 

effective leadership traits.  
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Therefore, building a gender-inclusive institutional culture requires 

recommendations that would also address the dimension of 

institutional theory. The cognitive, normative, and regulative 

institutional factors interdependently shape organisations' structure 

and practices and, ultimately, women's experiences and participation. 

The fourth theme of this research towards building a gender-inclusive 

institutional culture revealed five sub-themes that outline a holistic 

approach that considers organisations and women. The discussion will 

also draw on a wider context to provide a balanced discussion. 

 

Changing Cultural Mindset 

Changing the organisational cultural mindset to tackle the challenges 

women experience requires concerted efforts being made. The 

mindset and attitude that has resulted in women being excluded from 

important career discussion and the unconscious gender expectations 

that subsequently determines the role suitable for women need to be 

addressed within every organisation. The collaboration between men 

and women within their organisation must be deliberate and proactive. 

Organisations must actively seek to identify specific challenges to 

women within their structures and outline the strategies to mitigate 

them.  

Changing organisational culture is one of the hardest transformations 

as it involves changing the mindset and behaviours of the people 

within the company. The challenge facing organisations is that people 
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are known to resent change, especially when they are not involved in 

the planning and implementation (Shedd, 2011). Therefore, 

employees at all levels must be involved in collaborating and outlining 

the direction and implementation. Katzenbach, Steffen and Kronley 

(2012) explain that Organisational culture trumps strategies and 

policies. It requires integrating formal and informal design. The formal 

approach of identifying the new rules and policies to adopt. Likewise, 

consideration should also be given to informal norms such as beliefs 

and values. Through collaboration with employees across all levels, 

organisations can begin to define their new organisational practice 

clearly.  

Participants believe that changing cultural mindset is essential to 

changing discriminatory organisational practices. Structured 

conversations and workshops inclusive of both gender across 

departments have been specifically recommended by participants (FG 

2, PI 5, PI 7, PI 8, PI 9) to be organised to discuss the challenges to 

women and how they can begin to change the cultural mindset by 

identifying actionable implementation plans. Initiating collaborative 

workshops and seminars will lead to a more progressive and inclusive 

environment and will change the perception of women’s expected 

roles. Employees are urged to outline and be involved in implementing 

suitable (on the uniqueness of their organisation) sustainable, 

inclusive structures and practices that result in building an 

environment that supports women’s full participation. 
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Changing cultural mindset is a cognitive institutional factor that 

requires research and documenting organisational-specific challenges 

while allowing employees and leaders to identify actional plans they 

can commit to implementing. Such conversations, workshops and 

training should become an important mandatory organisational 

regulation organised quarterly or bi-yearly. A structured, inclusive, and 

collaborative discussion with employees at all levels will positively 

impact how women are perceived by their male counterparts and 

fellow women. But also, by outlining actionable plans for 

implementation, employees and leaders can hold each other 

accountable and begin the process of changing the norm.  

Resisting change is a rational response to any ideology that threatens 

our norms. But throughout history, especially within organisational 

operations, we see cultural disruption for the better. In terms of 

operations, production, and technological advancement. We then 

intentionally make changes, especially when the benefits and 

importance are clear. Therefore, these conversations must be initiated 

and available to every organisation member.  

 

Women’s Narrative  

As well as launching the SDGs in 2015, (UN Women, 2016a) launched 

a project titled ‘African Women Changing the Narrative: Our Story’. To 

engage journalists to tell positive stories about women. Women must 

have the opportunity to tell their own stories. A positive narrative of 
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African women promotes empowerment and encouragement of 

individual capacity. How women perceive themselves and the 

limitation that society and organisations have placed on them is 

another cognitive institutional factor that needs to be tackled by 

women and their organisations. The fact that specific roles are 

subconsciously not meant for women and, thus, not accessible to 

them, regardless of their competence and capabilities to handle the 

role, undermines women’s confidence to apply for promotions. This 

mindset has caused a ripple effect whereby it has become the norm 

that women are automatically not considered for leadership positions 

and the unspoken rule that certain job roles like ‘manager’ have been 

‘pencilled in’ as a man’s job as stated by PI 1 a leader within the 

financial institutions.  

Feldt (2019) insists that if concerted efforts are not made by women 

and their organisations to change women’s narrative and their 

perception of leadership, women are doomed to live in this narrative 

forever. Let’s start shifting the narrative to what is possible and 

necessary for women’s continuous advancement. Shambaugh (2019) 

adds that this is the appropriate time to start disrupting the 

conversation and reframing the narrative of women because failure to 

do so will result in the continuous reproduction of women's oppressive 

and limiting mindset 20 years from now.  

It starts by seeing women through the lens of equal opportunity to 

authority and leadership because, as exemplified in Figure 6.1 – 

Women’s Leadership Qualities, women possess the right 
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competencies and characteristics for effective leadership. 

Organisations and women's organisations must start creating 

leadership authority for women and showcasing that women possess 

the appropriate competencies.  

Secondly, women’s limited view of themselves and what they perceive 

as possible is the mindset that needs to change as well. There is an 

emphasis on women’s organisations like WimBiz to work together to 

change women’s narratives within organisational structures. As 

founders and members of those women's organisations are industry 

practitioners, they need to better leverage their position to tackle 

women’s mindset that seeks to limit them, especially in the case of 

building a supportive working culture for women and actively 

advocating for junior employees that face difficult working conditions 

when harassed or discriminated against. Regardless of the 

qualification and competencies of women, most women still believe 

they are not suitable for certain roles and discourage themselves from 

ever applying or failing to promote their achievements during 

interviews. This requires organisations to develop initiatives and 

structures to support women in building their confidence.  

 

Women’s Representation 

Philosopher Michel Foucault is known for his discursivity in social 

sciences (Luke, 1990) and his argument that culture, power and 

knowledge are inextricably interconnected and dominant society's 
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beliefs, discourses and practices. The people in power have the 

legitimacy to dictate knowledge and culture by enforcing matrices 

(Cavallaro, 2003). The representation of people in power and the 

discourse that ensues it’s in itself an act of power, division and 

exclusion (Martin, 1988). Women lack impactful representation and 

awareness, resulting in their lack of power and agency.  

2019 saw a major milestone in women’s economic participation, with 

the record of the most women in CEO positions in Fortune 500 

companies. They accounted for just under 7 per cent of Chief 

Executives leading the highest-grossing firms (UN Women, 2020b). 

Continuous progress has been made even in light of the pandemic. As 

of 2021, there are 41 women CEOs in the Fortune 500, accounting for 

just over 8 per cent (Hinchliffe, 2021). 

But, there is a difference between descriptive and substantive 

representation (Afolabi, 2019). The reality at the moment shows that 

women appear to have a more descriptive representation. That is, their 

presence in decision-making spaces shows inclusion and 

representation to gain legitimacy in society. That exemplifies surface 

accountability and representation to appease the populous without the 

depth of impact and transformation. This alludes to what PI 7, a leader 

in a financial institution and academia, stated within this research 

‘women are part of the boardrooms but are not members of the board’. 

Their presence and voice do not carry weight as they are not fully 

supported. Substantive representation is the goal of adequately 

tackling women's experiences by entrenching them within its practices 
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and policies to transform women’s narratives. An appropriate 

leadership theory for organisations to consider is distributed 

leadership. Establishing this leadership style will enable organisations 

to create leadership authority for women at various employment levels. 

Distributed leadership will create an environment whereby resources 

and responsibilities are clearly and deliberately distributed to 

accomplish outlined functions and tasks (Zaghmout and Harrison, 

2020). Therefore, organisations are actively highlighting, promoting, 

and engaging women’s skills and knowledge in their various 

employment levels to bolster their confidence in their competencies 

and capabilities and acknowledge their contribution to organisational 

goals.  

The lack of awareness of women’s competencies, qualities and 

accomplishments in male-dominated fields perpetuates the idea that 

women cannot and are not thriving within these industries. Such 

perception created by mainstream media and the lack of celebration 

of women’s success harms the younger generations' concept of what 

is possible. Creating awareness and showcasing women’s 

achievements within education and corporate levels will be 

instrumental in mitigating the perception of women’s possibilities and 

prospects in challenging industries. Women's organisations need to 

leverage their networks once again to promote women within male-

dominated industries, their accomplishments, outline career prospects 

and pathways to encourage other women and the younger 
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generations to strive for occupational mobility and have leadership 

ambition by presenting the native of women’s success. 

There is a mixed feeling regarding quotes as affirmative action in 

response to mitigating women’s under-representation. This is only one 

measure to mitigate women’s representation. For a better context of 

the importance of representation, the case of Rwanda has shown 

major advances in governance. It has resulted in women making up 

65 per cent of parliamentarians and women’s human rights entrenched 

in their constitution (BSR, 2017). In countries like Rwanda, Cuba, 

Bolivia and the United Arab Emirates, women share equal 

representation or more in their parliaments (Didi, 2020). This is a result 

of the initial quotas being implemented. This supports the notion that 

women can demonstrate leadership capabilities and change negative 

perceptions and attitudes when they can showcase their competence.  

In addition, there is a need for a better positive representation of 

women leaders through role modelling and mentorship to dispel the 

notion of the lack of sufficient support for women. The ‘Queen Bee’ 

phenomenon has been identified to be prevalent in this context. As 

participants, although members of women NGOs such as WIMBIZ, 

they still identified the lack of adequate support from fellow women. 

The insight revealed from the finding is the need for unity of voice and 

action. It requires amplifying each other’s voices and defending each 

other in light of discrimination.  
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Education and Empowerment 

Evidence from UN Women (2020b) still shows that regardless of 

women’s improved education, there has been little to no shift in deeply 

entrenched occupational segregation, which is the role expected of 

women. They still carry out a disproportionate share of unpaid care 

and domestic work. The United Nations Development Programme 

(UNDP, 2020b) measured human development progress for over thirty 

years. It considers the health dimension, the life expectancy at birth, 

the education dimension, expected years of schooling, and the 

standard of living dimension, which is measured by the gross national 

income per capita. The gender empowerment measure (GEM) is one 

of the indicators considered within the education dimension, which 

measures the inequalities of opportunities within the country between 

men and women. Nigeria is ranked 161 out of 189 countries with a 

value of 0.539 (UNDP, 2020).  

As discussed earlier, women’s representation is vital in encouraging 

younger women to pursue education and training in otherwise male-

dominated fields. Education is important to bridge the literacy gender 

gap and ensure a continuous flow of qualified women venturing into 

the labour market. Therefore, creating awareness of career prospects 

and pathways, including further training necessary to advance within 

specific industries, is important for women’s organisations to lead this 

initiative in academic institutions.  
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Research by Business of a Better World (BSR, 2017) highlights that 

for women to achieve full economic participation, they need to be 

empowered to succeed and advance economically by having the 

power to participate in economic decisions. Education serves as the 

first access for women to leverage their potential. Through education, 

women and young girls are empowered to change their world. It serves 

as a transformative power to tackle oppressive mindsets and harmful 

gender stereotypes that seek to hold them back (Albrectsen, 2019). 

Stromquist (2015) defines empowerment as a set of knowledge and 

skill developed through education, training, and societal condition, 

which is a supportive environment that ensures women understand 

their world and participate in it. Women organisations are urged to 

advocate for education and empower young women in universities and 

secondary institutions to pursue a career in male-dominated fields.  A 

lot of young girls are discouraged from venturing into those fields. 

Encouragement from industry leaders through talks, workshops and 

training is necessary to develop and maintain a consistent narrative 

that women can succeed with the right education, training and 

opportunities available to them. Empowering women with the proper 

tools, training and mindset with women-centred initiatives that span 

the educational system and labour market is essential, as entry-level 

and mid-level participants PI 2, PI 6 and PI 13 informed this research 

that there is little to no such consistent initiatives.   
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Monitoring and Evaluation (M&E) 

Finally, it is essential that, regardless of the initiative adopted within 

organisations, M&E be conducted at every stage. The design for the 

initiatives will be initiated through the collaboration of employees 

through seminars and discussions on changing cultural mindsets. 

Organisations and women NGOs work together to create authority for 

women’s leadership competencies by changing their narrative and 

improving substantive representation. Thirdly, the education and 

empowerment programmes focused on academic institutions. These 

all require rigorous monitoring and evaluation at all stages that will 

allow for identifying backsliding and improvement to maintain a 

positive and effective implementation (Katzenbach, Steffen and 

Kronley, 2012). 
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Figure 6.3 – Monitoring and Evaluation  

 

Source: Author Derived 

  

Figure 6.3 exemplifies a ten-part M&E toolkit to assist organisations in 

building a gender-inclusive institutional culture. The toolkit places 

monitoring and evaluation at the centre of designing, planning and 

implementation. The key is that for progression to the next stage, 

necessary consideration has been given to ensure that the initiatives 

are on track to achieving their aim and that necessary adjustments to 

maintain the right course have been implemented to ensure a 

successful project cycle. Evaluation is necessary at the end of each 

initiative, and an ongoing systematic assessment of every stage: 

design, planning and implementation of the project's objectives are 

crucial. This ensures continuous learning and that new risks to the 
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project are identified timely. This model is also useful for women 

NGOs.  

Based on participants' recommendations, organisations must engage 

in collaborative action planning to identify initiatives to implement to 

build a gender-inclusive institutional culture. Regardless of the action 

planning, the initiatives adopted or developed, and positive intentions, 

without effective and consistent M&E, there would not be impactful 

change implemented within organisational practices. Organisations 

have always adopted good policies and strategies, and women NGOs. 

However, due to lack of effective implementation has resulted in little 

to no progress, so participants in this research frequently put forward 

this recommendation. 

Therefore, organisations need to be intentional about monitoring and 

evaluating their design, planning and implementation strategies with a 

ten-part system. 1) Design – based on the collaborative discussions 

within an organisation, inclusive of every department and level of 

employment, organisations will be able to identify key areas within 

their practices and structures for change and the necessary action 

plan they can commit to. Thereby adopting and designing the initiative 

(s) for implementation. 2) M&E – the anticipated outcome to be 

achieved needs to be documented. Providing a benchmark to 

compare the impact of the initiative. Gender mainstreaming is crucial 

as gender factors to be monitored throughout the process need to be 

identified. 3) Process – after a successful M&E, the baseline is utilised 

in the decision-making in the planning stage. 4) Planning – the 
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changes the organisation needs to implement and the key roles of 

department heads and the human resource team are also outlined. 

The time scale for implementation is also identified. 5) M&E – being at 

the centre of this process ensures that before the next step, the 

planning is analysed to ensure that it meets all the requirements 

identified within the first M&E in step 2. To ensure that the benchmark 

and the gender factors have been properly considered for a robust 

implementation plan. 6) Process – after due consideration and 

necessary changes to the planning, if necessary, the initiative moves 

to the implementation stage. 7) Implementation – The implementation 

stage commences. Throughout implementation, depending on the 

time scale identified during the planning, consistent M&E is advised 

after every milestone. 8) M&E – the implementation at the end of the 

project life cycle will highlight the initiative's impact by comparing the 

benchmark and gender factors identified and evidencing the initiative's 

impact on organisational practices in building a gender-inclusive 

institutional culture. 9) Process – new insight will be identified that 

would require further actions. 10) Design – new gaps identified will 

require designing a targeted strategy and will commence the process 

from the beginning.  

 

6.7. Summary  

This chapter has discussed the research themes with consideration of 

institutional theory and the wider context. Exploring the main research 

contribution through the key recommendations to inform the building 
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of a gender-inclusive institutional culture within organisational 

practices in the Nigerian service sector. This requires a new process 

of institutionalisation, and the recommendations have considered 

cognitive, normative, and regulative factors. The discussion has 

evidenced the link between the institutionalisation of organisational 

practices and the experience of women’s challenges to occupational 

mobility. The cultural and structural barriers demonstrate the extent to 

which organisational practices and structures have adapted to the 

Nigerian patriarchal culture.  

The patriarchal culture has become a lens for leadership expression 

and ultimately discrediting and marginalising women from 

consideration. The perception of women’s leadership competence and 

aspiration also draws credence from the patriarchal structures. 

Thereby resulting in the negative perception and quality attributes 

ascribed to women. However, the opportunities given to women have 

allowed them to showcase their capabilities, and negative perceptions 

are gradually changing. This research has demonstrated women's 

qualities that make them effective leaders, contrary to popular 

patriarchal beliefs.  

Continuous growth requires concerted efforts from organisations 

within the service sector and women NGOs in changing mindsets, 

women’s narratives and representation, and how vital education and 

empowerment are to women’s futures. This research has therefore 

shared insight based on empirical recommendations on areas that 

need to be considered to build a gender-inclusive institutional culture. 
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The importance for organisations to embed M&E at the centre of all 

strategies cannot be emphasised more. The following chapter will 

present recommendations for organisational practice and draw this 

thesis to a conclusion. 
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CHAPTER SEVEN 
Conclusion 

 

7.1. Overview 

This thesis set out firstly to investigate the prevailing barriers to 

women’s occupational mobility in the Nigerian service sector. 

Secondary to inform the recommendation of sustainable 

organisational practices for building a gender-inclusive institutional 

culture. This research explored the Nigerian culture that has been 

institutionalised within society and its influence on organisational 

culture and practices. The three main objectives were to provide an in-

depth understanding and clarify the cultural and institutional context 

that governs the place of women and leadership in Nigerian society. 

To achieve this, the interview questions examined the perception and 

attitudes towards women in leadership and aspiring leaders. The 

analysis conducted within the literature review provided insight into 

women's experience and the gender expectation that clarifies 

women's expected role and place in society and within organisations. 

Evidence was also provided from the literature on the 

institutionalisation of organisations’ practices and structures within the 

service sector and how it manifests in women's experiences. The 

research findings further supported the literature review that patriarchy 

is still ‘the lens of leadership expression’ and how that influences 

women’s occupational mobility.  
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The second objective aimed to identify the prevailing structural and 

cultural barriers that affect women's occupational mobility in 

organisational leadership in the Nigerian service sector. Revealing 

women’s experiences of the current structures and cultures within the 

sector. The research findings highlighted five key areas that 

demonstrated the institutionalisation of organisational practices and 

their effects on women’s occupational mobility. Finally, the third 

objective aimed at the recommendation and introduction of a 

framework, a policy toolkit to aid organisations in the Nigerian service 

sector to build a more gender-inclusive organisational environment 

anchored on sustainable policies. The five key areas for consideration 

identified from the research findings have shaped these thesis 

recommendations outlined in this chapter.  

To achieve any level of impact in building a gender-inclusive 

institutional culture, consideration must also be given to the 

dimensions of institutional theory. The recommendations presented 

must tackle organisational practices' cognitive, normative, and 

regulative factors for a robust plan. Regardless of the initiatives 

organisations adopt, effective and systematic monitoring and 

evaluation regulation must be implemented to ensure that the 

subsequent initiatives to tackle the cognitive and normative aspects 

are properly implemented. Recommendations and proposed initiatives 

to change cultural mindsets and women’s narratives, the cognitive 

factors will be discussed, including targeting the normative aspects 

regarding women’s representation, education, and empowerment. 
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This would set the stage for organisations within the service sector to 

build a gender-inclusive organisational culture by considering 

institutional dimensions.  

 

7.2. Research Contribution to Knowledge 

This section will focus on this research’s contribution to knowledge and 

has been divided into two sections addressing methodological and 

theoretical contributions and empirical contributions. 

Methodological and Theoretical Contributions 

A radical feminist perspective was the lens through which this research 

addressed the three main objectives. The use of this perspective as a 

deconstructive tool within this research provided an opportunity to 

expose the “unheard-of and the undreamt-of possibilities within 

institutions” (Caputo, 1997:62). It allowed for an in-depth institutional 

critique of the Nigerian service sector, considering the culture that 

influences the practices and procedures of organisations. This led to 

the empirical findings demonstrating the extent to which the Nigerian 

service sector has been institutionalised.  

Exposing the “unheard-of” by placing women at the centre of this 

research to produce knowledge gave insight into the prevailing 

perceptions and attitudes of women leaders and aspiring leaders 

within this sector. The perceptions are gradually changing, but 

patriarchy is still ‘the lens of leadership expression’. Although women 

are performing and demonstrating their capabilities to lead, there is 
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still a negative perception of their effectiveness in leadership. One of 

the main reasons is that the feminine characteristics associated with 

women are still considered less favourable for leadership. Therefore, 

this research contributed to existing knowledge by documenting 

women’s qualities and characteristics that would make them effective 

leaders. These competencies exemplified in women (see figure 6.1) 

are considered important leadership criteria for the future.  

Using a radical feminist perspective within the Nigerian context to 

deconstruct and analyse the cultural implications and influence on 

organisational practices is novel. Utilised as a perspective lens 

throughout this thesis, as well as to analyse the institutional framing of 

Nigerian institutions, adds to the contribution to knowledge of this 

research. Feminist theory has been around in Nigeria for decades and 

has been gaining momentum recently, as discussed in this thesis. 

Although, there is still heavy backlash for supporting a “Western 

Ideology” to challenge the cultural status quo in Nigeria. Therefore, this 

research has been positioned in a growing field within the Nigerian 

context. The relationship between the radical feminist perspective and 

the institutional theoretical framing demonstrated the weak 

consideration of gender in participating and benefiting from the 

institutional offerings, particularly among women. Therefore, Figure 

6.2 (shown below) encompassed the two key elements of these 

underpinnings. Firstly, to unveil the institutional void, the lack of 

consideration of women and how these manifest in the structural and 

cultural barriers to women’s occupational mobility. Secondly, 
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proposing recommendations to change the status quo and rethink the 

possibilities for a gender-inclusive institutional culture.  

 

Figure 6.2 – Summary of Research Findings  

 

Source: Author Derived 
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Empirical Contributions 

The research findings revealed the impact of institutionalisation within 

the service sector as shared by women’s experiences by shedding 

light on the prevailing structural and cultural barriers to women’s 

occupational mobility. The empirical evidence offers five key 

manifestations of such barriers to women’s full participation in the 

service sector. Using institutional theory to frame this research 

provided an opportunity to evidence better the relationship between 

organisational practice and institutionalisation of the Nigerian service 

sector. Therefore, this research shed light on the interdependence of 

women’s experience with the dimensions of institutional theory – 

cognitive, normative, and regulative.  

As demonstrated by the author in figure 6.2, the summary of the 

research findings draws links between the dimensions of institutional 

theory to the structural and cultural challenges to women. Likewise, 

the recommendations for building a gender-inclusive institutional 

culture link to the dimensions of institutional theory. Presenting 

practical organisational considerations for deinstitutionalising the 

structural and cultural barriers to women’s occupational mobility and 

beginning the process of a reformative institutional change. 

This research sort to identify, based on the recommendations from 

participants, strategies that can form a framework and a policy tool kit 

for the “undreamt-of possibilities” for organisations within the service 

sector to build a gender-inclusive institutional culture. Again, this 
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requires considering the dimensions of institutional theory to frame the 

recommendations that would inform organisational, Women and NGO 

practices. These five key recommendations constitute part of this 

research contribution to knowledge by outlining important aspects for 

organisations, women and NGOs to consider towards building a 

gender-inclusive institutional culture within the service sector. These 

recommendations are interconnected with the dimensions of 

institutional theory because addressing the cognitive, normative, and 

regulative factors, both formal and informal, will significantly improve 

organisational practice in the long run.  

 

Figure 6.3 – Monitoring and Evaluation (M&E) 

 

Source: Author Derived 
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Finally, in connection with the recommendation presented in figure 6.2 

and also adding to the contribution to the knowledge of this research, 

the M&E figure 6.3 shown above, designed by the researcher, and as 

discussed in chapter 6, advocates for systematic design, planning, and 

implementation with consistent M&E at the centre of every stage to be 

applied to initiatives and programmes targeting every institutional 

dimension. A deliberate and consistent M&E was highlighted by 

participants as a necessity to ensure a consistent and sustainable 

implementation process. From this finding, the researcher designed a 

ten-part M&E toolkit that forms part of the recommendation toolkit to 

assist organisations and women NGOs in building a gender-inclusive 

institutional culture. The aim is to ensure a targeted focus on 

identifying and mitigating women’s challenges through a consistent 

and deliberate implementation plan. Organisations and NGOs can 

follow through on their initiatives to bolster women’s leadership 

participation.  

 

7.3. Research Limitations 

Several limitations presented themselves while conducting this 

research, and the researcher implemented some contingencies to 

mitigate the effects on the research outcome and integrity. The primary 

activities were conducted between January 2020 – March 2020. The 

unforeseen effects of the Covid-19 pandemic resulted in the 

researcher halting research activities. The effects of the pandemic, the 

global lockdown, and the uncertainty in the initial few months on the 
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support available and the possibility of completing the primary 

activities were stressful. The possibility of utilising the university’s 

systems and facilities was almost impossible, and alternative solutions 

had to be made. Remote technical training was needed to facilitate the 

remaining virtual interviews and ensure the process's credibility and 

effectiveness. Therefore, the researcher had to attend relevant training 

and workshops to adjust. The uncertainty of the pandemic affected the 

researchers’ timeline regarding data analysis and resulted in the 

researchers being behind on agreed action plans with the supervisory 

team by a couple of months. Necessary adjustments became 

paramount, and this slightly affected the researcher.  

As a case study of the Nigerian service sector, questions could be 

raised on the challenge that research on the entire service sector 

would be too broad or the depth of the credible data generated that 

could rigorously evidence the real-life phenomenon being studied and 

produce data that can be generated to the entire service sector. To 

mitigate these questions, it was important to ensure that three 

industries (multiple sources of evidence) within the service sector were 

included and that all employment levels were covered: entry-level, 

mid-management and leadership. However, limited to only three 

sectors, ICT, Financial Services and HE, because a significant 

percentage of women operate in these sectors. As it is more prevalent 

that fewer women will occupy leadership positions in ICT, it was 

important to explore this sector to understand why. Therefore, allowing 

for the triangulating of the data source and the empirical insight 
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revealed are those that resonate with participants across the 

industries. Also, the study is limited to Nigeria. Therefore difficult to 

generalise. It is purely a qualitative study, which produced rich, in-

depth contextual insights. Nevertheless, the research findings reveal 

the challenges to women’s occupational mobility, which qualitative 

analysis is suited for and can increase the extent to which the findings 

can be generalised.  

 

7.4. Recommendations for Organisations, Women and 

NGOs 

1) This research highlights the necessity of perception and attitude 

change regarding women's competence to lead. The shared 

experience of participants has noted the changing perception. Still, the 

change is gradual and requires other supporting agencies to change 

the entrenched opinions of women’s role and effectiveness outside the 

home. With this consideration, it is necessary to initiate organisation 

and sector-led conversations targeted at unveiling the incongruent 

narrative and mindset of women that has resulted in the popular belief 

of the ineffectiveness of women to lead. Conversations like these will 

involve industry leaders and members engaging in conversations and 

debates to educate members of this sector on the effectiveness of 

women in a gender-inclusive institution and the potential impact of 

such an organisation.  
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Participant PI 5, a leader within the financial institutions, informed this 

research of a recent initiative targeted at changing cultural mindset 

within the financial sector. At the time of the interview, this initiative 

was said to be one of its kind, especially with an emphasis on outlining 

actionable plans for leaders and employees to implement within their 

organisations. The aim is to unveil the prevailing challenges to 

women’s occupational barriers and commit to actionable plans for 

implementation. The first outing was welcomed, and plans were 

scheduled for quarterly events.  

In line with this, organisations and women NGOs should consider 

hosting organisation and industry-specific active gender-inclusive 

collaborative conversations to change women's cultural mindset. 

These conversations encompass education, training and discussions 

to highlight specific structural and cultural barriers to women and set 

out an action plan with a gender collaborative input on the necessary 

actions they can commit to and be accountable for.  

2) Improving women’s representation in leadership is a continuous and 

gradual progress. Every leadership promotion presents an opportunity 

for organisations to implement an equal consideration approach 

regardless of gender to ensure the best candidates are put forward. 

Such non-discriminatory actions by organisations will build confidence 

in women who would otherwise not put themselves forward for 

promotion because they believe the system will consider them less 

favourable than their male counterparts. Efforts must be made to avoid 

excluding women in decision-making situations that affect their 
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occupational mobility. Therefore, before a decision is made, all 

candidates affected must be allowed to discuss the requirements 

necessary for the promotion. This will circumvent the issue that women 

are not asked if they are willing and able to handle the leadership 

requirements. Based on the empirical evidence, this research is aware 

that women are hardly given such an opportunity to discuss promotion 

because of the selection panel’s preconceived notion that the 

promotion will be too difficult for them to handle in addition to their care 

responsibilities.  

3) Women at all levels are part of the system, especially women whose 

organisational roles can be described as descriptive rather than 

substantive - their work not contributing to organisational growth. 

Organisations in consult with women employees need to define the 

role of women better to emphasise how their productivity directly 

affects and contributes to organisational growth. This will go a long 

way in changing the mindset and narrative of women who believe they 

are only part of the system and their male counterparts are more in 

line with organisational productivity. Adopting distributed leadership 

should be considered. Distributed leadership is often interchanged 

with shared leadership. It allows organisations to disperse leadership 

authority among all members across employment levels by 

highlighting and amplifying those traits, skills and behaviours important 

for effecting leadership. Most importantly, it provides an opportunity for 

organisations to improve the skills of their employees (Harrison, 

2018:50).  
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The aim is to ensure that both the organisation and women know and 

can document the influence their roles across all employment levels 

have on their organisation's progress. Thereby, this would have an 

impact on women’s confidence in advocating for greater opportunities. 

Consideration should be given to how women can be leaders within 

their roles, regardless of their level of employment. Therefore, 

ensuring clearly defined roles in line with organisational impact. 

Organisations in partnership with women need to start demonstrating 

their impact because, as evidenced in this research, when women are 

supported, they can contribute to organisational growth even while on 

maternity leave.  

This would aid in the efforts for equal consideration and more 

opportunities for organisational training being made available to 

women as women are not considered for networking and training 

opportunities in line with their male counterparts. Improving the 

clarification of women’s roles and their impact would leverage 

organisational leaders to consider favourable and include women 

when training and networking opportunities arise. Necessary training 

requirements for progress will also be identified.  

4) In collaboration with women NGOs, it is necessary that a consistent 

initiative and programme targeted at schools is adopted. This will 

ensure a continuous cycle of well-educated, empowered, and 

informed cohorts entering this sector. A consistent empowering 

representation and awareness of the possibilities and success of 

women within this sector will go a long way in shaping the mindset of 
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young girls who might have been otherwise discouraged from pursuing 

male-dominated fields. Entry-level and mid-management participants 

informed this research that there are hardly any initiatives that seek to 

engage schools consistently to motivate, empower and guide women 

into male-dominated fields. As discussed in this research, the 

influence society has on discouraging women from venturing into 

male-dominated fields because it goes against their expected role. 

Therefore, a consistent bi-yearly plan from NGOs in partnership with 

organisations must be considered targeted at schools across Nigeria.  

 

7.5. Further Research 

This study identifies prevailing cultural and structural challenges to 

women’s occupational mobility and proposes practical 

recommendations for building a gender-inclusive institutional culture. 

A platform has been presented for similar research to be conducted in 

other sectors, possibly on challenges to women’s experience 

participating in local government elections.  

Overall, this chapter has identified practical managerial implications 

focused on reshaping institutional culture to mitigate challenges to 

women’s occupational mobility. Further research is needed to analyse 

the impact of this empirical evidence and the recommendations on 

organisations adopting and implementing the findings.  

An important question was raised while conducting primary activities 

for this research on studying men's hesitancy to incorporate women 
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into leadership. The research would focus on the perception and 

attitudes of men regarding the place of women in the organisation and 

would give insight into the dominant mindset on this topic. The 

recommendation will highlight practical strategies men would be willing 

to commit to achieving a gender-inclusive institutional culture. An 

aspect of this has already been included in the recommendations 

provided. In addition, the notion that feminism is a women’s agenda 

and not inclusive of men needs to be studied from the perceptive of 

men. This belief has led to friction and hesitancy from the Nigerian 

society, mostly men, in accepting feminism.  

To conclude, the future is bright. The growing voice supporting gender 

equality results from government and organisations amplifying 

women's voices seeking change. In other words, men's involvement in 

amplifying the urgency of women’s full participation and consideration 

has led to the growing demand for inclusive cultures. There is a need 

to realise the importance of collaboration as a foundation for impact in 

building a gender-inclusive institutional culture.  

Now is the time for the government and organisations to back up their 

pledges with actions. Numerous policies support gender equality, yet 

women’s participation remains descriptive rather than substantive. 

That is because gender equality has not become part of our 

institutional DNA, part of our cognitive and norms; only then will it 

become an effectual part of our laws. 
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Women must understand and believe that not all systems and 

structures are discriminatory. Understandably, some men and women 

stand as gatekeepers of patriarchy. Nevertheless, The insight from this 

research indicates they are organisations that support and encourage 

women, especially women who want to participate and engage within 

their organisations. That is because organisations are looking for 

talent regardless of gender. Therefore, women need to break free from 

the mindset that limits them and start putting themselves forward.  

Finally, future research should focus on bridging the knowledge gap 

that the lack of understanding of feminism and gender equality has 

created between men and women.  There is a great misconception 

about what gender equality and feminism mean for men and our 

culture. This has caused infighting and a lack of extensive support and 

collaboration. Every concept has extremist views that dilute the core 

principles. That has been the case for feminism and the 

miscommunication of the core values to both genders. The full benefit 

of feminism cannot be achieved if men do not know their rights within 

this concept.  

The actions we take today will become our culture in the future. 
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