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Abstract 

The persistence of gender discrimination in organizations and lack of females in 

executive level positions of banks in Nigeria is the context for this study. The study 

examined the effect of gender discrimination on women’s career advancement 

opportunities in the Nigerian banking industry. The study combined the glass ceiling 

theory, labour market segmentation and Sylvia Walby’s theory of patriarchy in the 

interpretation of the results. Primary data were obtained through the administration of 

questionnaires on 322 employees in 12 banks within Ijebu-Ode and Abeokuta, and the 

conduct of 22 in-depth interviews at the head offices. There were 50.9% males compared 

to 49.1% females, while educational qualifications ranged from 76.4% with first degrees, 

17.7% had post graduate/PhD degrees. The greatest challenges to women career 

advancement are family responsibilities and commitment mostly tied to their roles as 

caregivers (44.4%) and not as a result of gender discriminations. Although cases of 

gender discriminations still exist (30.6%), it has significantly reduced particularly for the 

newer generation banks. Banks now have lesser cases of the problem of gender 

discriminations unlike in the past. This tendency is likely to have the potential of 

increasing opportunities for career advancement of women. More women are now at the 

management level of banks. Although very few of them can be seen on bank boards in 

spite of their increasing number in upper management.  For women to achieve their full 

potentials, company and national policies need to recognize and support gender equality 

especially in board appointments and the total elimination of gender discriminations in 

the workplace. 

 

Key words:  Organization, Gender, Discrimination, Women Career Advancement, 

Banking  

 

Introduction/Background to the Study 

Over the years the number of women in formal employment in most parts of the world 

has continue to increase as the case in Nigeria. Unfortunately, it has been observed that 

their increasing number in formal employment do not commensurate with their 

percentage in leadership positions of most work environment.   Women face all kinds of 

discriminations both subtle and open confrontations which continue to impinge on their 

rise to higher leadership positions. Quite often, women have been discriminated against at 
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work. Furthermore, their rights and contributions are not adequately recognized and 

applauded at work.  Available empirical source shows that women still continue to be 

under-represented in senior corporate management. Women still find it difficult to cross 

both official and un-official barriers to advance in their career as a result of 

discriminatory tendencies and other less obvious hindrances (Linehan, 2001; Stevens, 

2008; Mehran, 2009; Aina, 2012, and Lunyolo, 2014). Unfortunately, insufficient 

attention has been paid by previous researches to the conditions necessary for achieving 

the elimination of gender discriminations in workplace.  This is why the study examined 

the effect of gender discrimination on women’s career advancement opportunities in the 

Nigerian banking industry. This is because a situation in which women find it difficult or 

impossible to achieve their career aspiration can result in adverse consequences for the 

banking industry. The reality in most workplace in Nigeria including the banking industry 

is that the average female worker faces certain level of discriminations and barriers to 

career advancementcompared to her male counterpart at work. Despite a general 

commitment to the principle of non-discrimination as enshrined in section 2 of the 1999 

constitution of the Federal Republic of Nigeria, Nigeria still falls short of the desired 

result of giving males and females equal opportunities to advance socially, physically, 

educationally, politically and economically especially at the workplace. Evidence abound 

that several negative aspects of gender-based division of labor, discrimination tendencies 

and disparities between male and female access to power and resources, gender biases in 

rights and entitlements remain pervasive in Nigeria (Aina, 2012). 

In Nigeria, only 24.2 percent of women bankers are branch managers in 2008 to 

2010 (Mordi et al, 2011).  Similarly, in South Africa, statistics show that although women 

make up 52 percent of the adult population and have 41 percent representation in the 

workforce, they hold a relatively small percentage of influential positions.  In 2007 and 

2008, only 7 percent of South African directors were females, 3 percent chairs of boards 

are females, while only 2 percent of CEOs were females in all organizations including the 

banking sector (Lewis-Enright, Crafford&Crous, 2009).All the above shows clear 

indication of discrimination tendencies in most work places. 

 

Statement of the Problem 
Women’s advancement to upper management level of most organizations in been 

impinged by discrimination tendencies as well as other less obvious factors such as glass 

ceiling / glass wall practices.  The incessant discrimination and other sharp practices 

against women advancement to upper management levels echoes the fact that more 

attention had to be given to ways of achieving gender parity at work and the elimination 

of discriminations against women at work. This is because despite progressive and 

aggressive organizational policies aimed at integrating women into senior management 

structures, little progress has been made. Although women are visibly represented at the 

lower level of most organizations, but as one moves to upper management, they become 

increasingly invisible. The picture remains the same in the Nigerian banking industry, 

where women bankers face considerable challenge as they seek to advance steadily in 

their career in order to enter the top and management level of their career compared to 

their male counterparts. To what extent has the Nigerian banking industry been able to 

eliminate discriminations against women at work and how do these affect opportunities 

for women career advancement in the industry? The above questions remain the thrust of 

this study because women still hold a relatively small percentage of influential positions 

in most banks (Ibru, 2008; Lewis-Enright, Crafford&Crous, 2009).  
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It has been observed that compared to men, the few women in the Nigerian 

banking industry still occupy relatively low positions (Akande, 2006; Ajede, 2008; Ibru, 

2008; Mordi et al, 2011and Knorr, 2011). Ajede, (2008) noted that between 2006/07, 18.6 

percent of female bankers were bank managers/operational managers. Brychanet all, 

(2013) also disclosed that the glass ceiling is invisible and it has obstructed many women 

from ascending the corporate hierarchy in banks. These anomalies have continued to 

impact negatively on the full utilization of women potentials that will afford them the 

opportunities to advance in their career as well as their rights despite all attempts at 

policies designed to address the negative practices impinging on women career 

advancement.  

 Ibru (2008) observed that the Nigerian banking sector has been for long the 

exclusive preserve of Nigerian men, with only few women being able to make it beyond a 

certain level. The disparity between male and female appointment into decision making 

organ of the banking industry has not reduced due to the perpetuation of male chauvinism 

and preference for men in executive position (Folorunsho, 2011; Aina, 2012). The 

perpetuation of male chauvinism and a preference for men in executive and leadership 

positions have continued to undermine the implementation of most policies targeted at 

improving the lot of women at work and the society at large. Hence, the typical female 

professions remain- nursing/midwife, teaching (kindergartens and primary schools), 

secretaries; while typical male professions are engineering, banking, veterinary medicine 

and university lecturers (Aina, 2012). 

Therefore, the study on gender discrimination with a focus on how it affects 

women career advancement in the banking industry is timely. The scarcity of empirical 

studies addressing the impact of the removal of discriminating practices in ameliorating 

gender gaps within and among banks particularly among older and newer generation 

banks to determine differentials in their policy statement, activities or actions as it affects 

opportunities for women career advancement makes it necessary to examine how 

discriminatory actions affect women bankers.  

  

Research Questions 
(1) Are there cases of gender discrimination against women in the selected banks?  And 

how does this relate to career advancement of women? 

(2) Are women bankers aspiring to get to the top in the Nigerian banking industry? 

(3) How does the discrimination practice affect their aspiration to advance to upper 

management level in the banking industry? 

(4) Are there any differentials between opportunities for entry, promotion, trainings; 

remuneration and turn-over rates for women compared to their male counterparts in 

the Nigerian banking industry?  

 

Study Objectives  
The general objective of the study is to examine the prevalence of cases of discrimination 

against women in the Nigerian banking industry and how this relates to opportunities for 

career advancement of women. Specifically, the study  

1. Investigates the extent to which women bankers are discriminated against in the 

Nigerian banking industry and its effect on their career advancement. 

2. Determines whether women bankers are actually aspiring to get to the top of the 

career 

3. Discovers how the above discrimination practice affects women aspiration to 

advance to upper management level in the banks 
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4. Examines if there are gender barriers in entry, promotion, trainings; remuneration 

and turn-over rates  

 

Theoretical Framework 
The study was situated within the theory of Glass Ceiling theory and the labour market 

segmentation theory to explain the effect of discrimination on women in employment. 

These two theories are chosen due to their detailed discussions and utility for explaining 

the emergence, implication and the means of solving the problem of gender 

discriminations in institutions, organizations and the society at large. 

 

Labour Market Segmentation Theory 

The labour market theory is similar to the dual labour market theory.  Although, unlike, 

the dual market which stresses the existence of two parallel markets, segmentation in its 

broadest sense may involve the existence of several labour markets. The theory was 

advanced as an alternative to the human capital theory.  It posits that there are differences 

on the demand side of labour which brings about the splitting of the labour market into 

two main sectors, the primary and secondary sectors. 

In a primary sector market, the workforce as a whole is motivated to serve their 

employer because of wages, health benefits, pensions / job security. This job market 

consists of a majority of blue collar jobs and a few white collar jobs.  Jobs here are 

usually high grade, high status and better paid with employers who offer the best terms 

and condition of services. The jobs available in this market are usually considered to be 

occupational labour- markets jobs. In the primary labour market, labour relations are 

formalized either by a union or in an employment relation hand book. Whereas in the 

secondary labour markets, job management is entitled to complete control because there 

is a larger turn- out of labour here. Many workers in this market either leave or are easily 

replaced. The job at this level gives low emphasis on job morale and workers lack 

motivation. The secondary jobs are mostly low- skilled, require relatively little training 

and can be learned quickly on the job. There are few incentives to remain on the job 

because the jobs are unattractive; hence there is little motivation to stay. For the above 

reasons, there is little incentive to stay; hence there are high levels of turn- over, with 

workers moving on to other jobs. Wages are low in this sector while the terms and 

conditions of the work are poor. Studies have shown that it is in this sector that women 

are mostly found in their large numbers. In buttressing this view, Onyeonoru (2008) 

submits that one of the essential and interesting elements of the segmentation theory is 

that job characteristics and workers’ social class tend to match each other and this 

therefore explains why majority of women in the labor market are a part of the secondary 

sector with little or no opportunity for career progression and while fewer women are at 

the top management level of banks. In a similar vein, Kendell (2007) observes that in the 

industrialized countries, most jobs are segregated by gender, race and ethnicity. She 

stressed further that women are severely underrepresented at the top of U.S. corporations 

and other parts of the world due in part to segregation.  

       The segmentation labor market theory further explains that the segregation of 

vulnerable groups such as women and how they are confined to some particular jobs with 

little opportunity for advancement or career progression. Whereas the theory explains 

even further the opportunities available in the primary labour sector (where men 

dominate) with increasing differentiation and specialization. The workers here are unable 

to easily switch between occupations because they require different skills and extensive 

investment in training and qualifications. Jobs in this sector are highly professionalized 
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e.g. banking, law, engineering, lecturing, and medicine among others. Even though 

workers in the primary and secondary sector may sometime work side by side within the 

same organization for example, nurses and doctors form separate occupational labour- 

market even though they work side by side. There is therefore the existence of large wage 

differences for workers doing similar work at different firms within the same organization 

or an area which is largely due to compensating differences. Also there is the possibility 

that workers in high wage industries such as the banking industry receive returns on some 

unobservable skills which might explain the reason for wage   differentials across 

occupations. 

In the light of the labour market segmentation theory, understanding the inability 

to easily switch from the secondary to primary sector jobs as a result of extensive training 

and acquisition of the required skills will aid a deeper understanding of the challenges, 

women are likely to face in organizations like the banking sector that require huge 

investment in training and skills to be able to progress within the industry. With regard to 

the banking sector in Nigeria, market segregation can also affect the rate of entry of 

women into the sector. This is because the sector is highly segregated with strict 

educational requirements for entry and an inherent division of labor based on 

exclusionary skill sets that limit the number of women that work in the banking sector.  

Apart from the challenges above, other women also face considerable challenges after 

they already have the necessary qualifications and required skills. This was why the glass 

ceiling theory was included in this study to explain other forms of discriminations against 

women at work. 

 

Glass Ceiling Theory 
Glass ceiling is the new idea in feminism which seeks equal right for women in the 

workplace. It is an idea in liberal feminism which highlights the nature of transition in the 

feminist theory, targeted at meeting the challenges of a society in transition. It refers to 

situations where the advancement of a qualified person (usually a woman) within an 

organization is stopped at a lower level because of some form of discrimination. It is 

normally an unwritten and un-official policy which lies beneath the surface. Glass ceiling 

is an invisible barrier that has continued to exist as obstacle preventing minorities and 

women from acquiring top positions. The glass ceiling/glass wall theory therefore 

adequately explains a probable reason for why fewer women are in the top hierarchy of 

the Nigerian banking sector. As more and more women enter the labor force/market, it 

became increasingly necessary for a variant of the liberal feminist theory to emerge that 

will focus mainly on the challenges facing women in the workplace.  

Kendall (2007) also notes that glass ceiling of women can be seen in most 

organizations. She observes that in the industrialized countries, most jobs are segregated 

by gender, race and ethnicity. She stressed further that women are severely 

underrepresented at the top of U.S. Corporations, where only about 10 percent of the 

executive jobs at fortune 500 Companies are held by women and out of the above, only 8 

women are the CEO of such Companies. The glass ceiling theory therefore adequately 

explains the gender division of the segmented labour market theory and its attendant 

impact as barrier to women career progression. This is because the impenetrable wall and 

barriers between women and the executive suite at work became reaffirmed after a fact 

finding report issued by the glass ceiling commission in 1995 in US. (John, 2013) At that 

time, the commission noted that only 3 to 5 percent of senior management positions in 

fortune 500 companies were held by women. The commission also found that where 

women held senior position, their compensation was lower than that of their male 
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counterparts. Further- more, the commission also found that for women who are in senior 

positions, the type of position they held were in areas such as human resources or 

research which are not part of the usual pipeline or career pathway to executive positions.  

In their explanation of the challenges confronting women at the work place, glass 

ceiling/ glass wall theorists stress that recruitment and outreach barriers are significant for 

men and minorities in reaching senior management levels. Hence, business organizations 

that are not actively recruiting and adding more women into their rank will have a smaller 

pool of women from which to draw for promotion into upper management positions. 

They also note that a whole lot of other pipelines barriers impede the progression of 

women to the top at work. Among such factors is lack of mentoring, initial placement in 

dead-end jobs, different standard for performance evaluation for women and men as well 

as little or no access to informal networks of communication. They therefore advocated 

for the breaking of these walls that serve as challenges to women advancement at work. 

John (2013) stresses that breaking the glass ceiling is complex and requires actions on 

several fronts such as the federal and state government,employers, academic institutions, 

and women themselves. This is because women themselves are essential to breaking 

down barriers that hold them back. 

 

Methodology 
The study employed a survey design in order to capture the broad and specific objectives 

of the study. The study utilized the quantitative, qualitative techniques as well as 

published and unpublished records kept by the selected banks for the study. The study 

locations are Abeokuta, Ijebu Ode and Lagos. The choice of Abeokuta and Ijebu Ode is 

based on the fact that the two cities are part of the Nigerian communities with early 

exposure to western capitalism including the establishment of formal organizations like 

banks. The inclusion of Lagos as an additional location for the study was to provide 

opportunity for interviewing both management and union officials of the chosen banks at 

their head offices in Lagos, where most policies are formulated. The study population 

consisted of the entire male and female employees (Permanent Staff) of all the twelve 

branches of the six banks that were chosen for the study within Ijebu-Ode and Abeokuta 

namely, First bank, Union bank, Main street bank (now Skye bank), Wema bank, 

Guaranty Trust bank (GTB) and Zenith bank. The six banks have one branch each in 

Ijebu Ode, while some of the six banks have more than one branch in Abeokuta, probably 

because Abeokuta is the capital of Ogun state. However, for the three banks with more 

than one branch in Abeokuta, namely; First Bank, GTB and Zenith Bank, the main 

branches of the two branches that the banks have were utilized for the study in Abeokuta. 

The actual population that took part in the quantitative study was 322. In addition to the 

above, 22 employees comprising of both management and senior union officials were 

drawn for in-depth interview. There was total enumeration of all the employees of the 

twelve branches of the six banks that were selected for the study. While 22 management 

staff and senior official of the selected banks were purposively selected for in-depth 

interview. The study utilized the questionnaire of data collection and the in-depth 

interview for data collection.  Collection of data was at branch offices and the different 

head offices of the six banks was to enable the researcher secure access to management 

staff and the staff structure of the different branches as well as the policy document, since 

most policies are formulated at the head offices and are usually situated at the personnel 

department if it has to do with employees activities and well-being. 
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Presentation and Discussion of Findings 

Demographic Characteristics of Respondents 
The result revealed that 50.9% of the respondents were males and 49.1% of the 

respondents were females. The table also shows that 34.5%, 52.2%, 9.0%, 3.4% and 0.9% 

of the respondents were within the age bracket of 20-29 years, 30-39 years, 40-49 years, 

50-59 years and above 60 years respectively, which indicate that majority fell between 

the age brackets of 30-39 years. This further reflects that the banking sector in Nigeria 

has a large number of vibrant young employees in both their branches and at their head 

offices that are likely to have the zeal and energy to withstand the rigorous and 

competitive nature of the banking industry. 

 

Discrimination against Women at Work 

Table 1: Discrimination Against Female Staff by Male Colleague 

Characteristics 

 

Total  

 

N=322 

First 

Bank 

N=72 

Union 

Bank 

N=50 

Wema 

Bank 

N=43 

GTB 

 

N=71 

Zenith 

Bank 

N=47 

Main 

Street 

N=39 

Discrimination by Male 

Colleague (%) 

       

Yes 10.6 18.1 12.0 7.0 7.0 6.4 10.3 

No 42.2 47.2 42.0 32.6 36.6 48.9 46.2 

Not openly 10.6 2.8 16.0 16.3 9.9 10.6 12.8 

No Response 36.6 31.9 30.0 44.2 46.5 34.0 30.8 

 

Table 1 set out to answer Research Question targeted at answering the level and 

rate of discrimination of female bankers in the banks particularly by their male 

counterparts. The table shows that 42.2% of the respondents indicated that they had not 

been discriminated against by their male counterparts, 10.6% respondents indicated that 

they had been discriminated against by their male counterparts. Also, 10.6% respondents 

indicated they had been discriminated against by their male counterparts, but not openly. 

The result further shows that the highest level of discrimination against women was 

experienced by female bankers in First bank. The least level of discrimination was 

experienced by female bankers in Zenith bank. This shows that issues of discriminations 

are more prevalent in the older generation banks than the newer generation banks. This 

view was confirmed by the respondents view on issues of discriminations as challenges to 

women bankers. It was disclosed that there are fewer cases of gender discrimination in 

the newer generation banks compared to the older generation banks. A manager in Zenith 

bank during an FGD session disclosed in his own word “No discriminations here.” 

Similarly another female manager in Main street bank confirmed that “No, I have never 

been discriminated against by any senior male colleague in Main street bank, except for 

my brief stay in UBA.” Contrary to the views above, a female management staff from 

Union bank indicated that she had experienced discrimination. She explained that “It 

badly affected my self-worth. I felt really bad. I was not happy, although it eventually 

turned out good for me.” 
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Table 2: Discrimination in the Bank on the Basis of Sex 

Characteristics 

 

Total  

 

N=322 

First 

Bank 

N=72 

Union 

Bank 

N=50 

Wema 

Bank 

N=43 

GTB 

 

N=71 

Zenith 

Bank 

N=47 

Main 

Street 

N=39 

Discrimination on the 

basis of sex (%) 

       

Yes 7.1 15.3 8.0  5.6 2.1 7.7 

No 47.5 54.2 44.0 39.5 47.9 42.6 53.8 

Not openly 5.9 
 

18.0 14.0 1.4 4.3 2.6 

No Response 39.4 30.6 30.0 46.5 45.1 51.1 35.9 

 

Table2 shows the level of discrimination against female bankers on the basis of their sex. 

The table shows that 7.1% of the respondents indicated that they had suffered and 

experienced discrimination on the basis of their sex, while 47.5% respondents indicated 

otherwise. Furthermore, 5.9% of the respondents indicated that they had been 

discriminated against on the basis of their sex, but not openly. First bank records the 

highest percentage of discrimination against female bankers on the basis of their sex, 

while Zenith bank recorded the least percentage. Union bank displayed the highest 

number of secret discrimination against female bankers on the basis of their sex. 

 

Women Aspiration and challenges to their Aspiration in Banks 
This section set out to answer the second and third research questions to determine if 

women bankers are actually aspiring to top management level in the industry and how 

discrimination serves as challenges to their aspirations. 

 

Table 3: Desire of Women Bankers to Reach the Top  

Characteristics 

 

Total  

 

N=322 

First 

Bank 

N=72 

Union 

Bank 

N=50 

Wema 

Bank 

N=43 

GTB 

 

N=71 

Zenith 

Bank 

N=47 

Main 

Street 

N=39 

Desire of women bankers 

to reach the top (%) 

       

Yes 72.7 62.5 68.0 81.4 73.2 85.1 71.8 

No 7.8 23.6 4.0  2.8 8.5  

Don’t know 4.3  18.0 4.7 1.4 2.1 2.6 

No Response 15.2 13.9 10.0 14.0 22.5 4.3 25.6 

 

Table 3 shows the desire and aspiration of women bankers to reach the top management 

position in their banks. The table shows that 72.7% respondents agreed that women 

bankers are actually aspiring to reach the top management positions in their banks. On the 

other hand, 7.8% respondents do not agree that women bankers are aspiring to the top. 

Within the sampled banks, Zenith bank had the highest percentage of respondents who 

believed that women bankers are actually aspiring to reach the top management positions 

in their banks. While First bank had the highest percentage of respondents who did not 

believe that women bankers are actually aspiring to reach the top management positions 

in their banks. It was also generally agreed by the respondents that women bankers are 

aspiring to reach the Top. This view was supported by both the IDIs and the FGDs. A 

male management said that “Yes, we have more women at the top than men at GT Bank.” 
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When probed further, it was disclosed that GT Bank is a first class bank, where 

there is broad based policy for career progression. There are equal opportunities for 

career progression in the bank. The fact that the Director of Personnel is a woman and so 

many other directors/Assistant General Managers are women has also helped to push 

forward the aspiration level of women. This can also be said for Zenith bank and Main 

Street bank. With regard to Main street bank, the fact that they now have a woman Group 

Managing Director for the first time has also helped pushed aspiration level of women. It 

can therefore be concluded that women bankers are aspiring to reach the top of their 

career. 

Fig 1: Challenges faced by Female Bankers 

 

 

 

Challenges to Female Bankers Aspiration to Reach the Top 

Figure 1 shows the possible challenges to women aspiration in the banks. The figure 

above shows that in First bank, majority of the aspiring women are facing the challenge 

of family responsibilities (44.4%), gender discrimination (30.6%), and unseen barriers 

(18.1%). In Union bank, the challenges faced by aspiring women include family 

responsibilities (38%), unseen barriers/ glass ceiling (28%), and lack of opportunities for 

career advancement (18%). In Wema bank, the aspiring women are faced with the 

challenge of unseen barriers (32.6%), and family responsibilities (25.6%). In GTB, the 

challenges faced by aspiring women include family responsibilities (39.4%), and unseen 

barriers (19.7%). Also, in Zenith bank and Main Street bank, the major challenges faced 

by the aspiring women are family responsibilities (76.6% and 53.8%) and unseen 

barriers/ glass ceiling (21.3% and 12.8%) . 

The result revealed that the major challenge to the aspirations of aspiring women 

is family responsibilities. It was also observed that, apart from family responsibilities, 

gender discrimination and unseen barriers tend to be slightly higher for the older 

generation banks compared to the newer generation banks. For the new generation banks, 

family responsibilities remained the major hindrance to women career progression with a 
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high response of 76.6% for Zenith bank, 53.8% for Main Street bank and 39.4% for GT 

Bank.  It was only in Wema bank that family responsibilities seem slightly lower as a 

challenge to women aspiration compared to the five other banks, while unseen barrier is a 

bit higher for Wema bank with 32.6%.  

It was generally agreed by Women bankers that the home front and the work 

requirements are great challenges to women bankers. Others also contend that some 

women feel threatened by the sheer number of men in the bank. It was also generally 

discussed that the issue of meeting targets set by the bank can also be a major challenge 

to women aspiration. A male management staff in Main Street bank explained that “Yes, 

family responsibilities are a major challenge, but it can be overcome, especially with the 

cooperation of the husband for domestic requirements.” Similarly, another management 

staff from GT Bank noted that: 

‘’Most of them at the top do not have good homes, because of 

the challenge and target meeting demands. Target meeting is 

attached to your level and rise especially due to domestic 

demands at home; more so for married 

women’’.(MANAGEMENT STAFF/GT BANK/MALE/IDI/ 

2014) 

Another female management staff of Main Street bank confirmed that the challenges to 

women aspiration are tied to family responsibilities. She said that: 

‘’It is mostly tied to the home front, commitment and family 

responsibilities. Working in the bank is hectic for women 

especially at the top. Trainings on Saturdays and Sunday after 

hectic work during the week can be challenging. Marrying the 

demands of the job and the home is really tasking. Meeting 

target can also be a challenge for junior staff. No one can be 

sacked for that at the top except that you may not get 

promoted’’.  

 

Table 4: Differentials in Entry Qualification/Requirements for Male and Female 

Bankers 
 

Characteristics 

 

Total  

 

N=322 

First 

Bank 

N=72 

Union 

Bank 

N=50 

Wema 

Bank 

N=43 

GTB 

 

N=71 

Zenith 

Bank 

N=47 

Main 

street 

N=39 

Differentials between 

male and female 

bankers (%) 

       

Yes 7.8 22.2 6.0 4.7 2.8 2.1 2.6 

No 66.1 63.9 68.0 60.5 63.4 80.9 61.5 

Don't know 7.1 1.4 12.0 18.6 4.2 4.3 7.7 

No Response 18.9 12.5 14.0 16.3 29.6 12.8 28.2 

 

Conclusion and Recommendations 
The study examined the main influence of discrimination on opportunities for career 

advancement for women bankers. Results revealed that issues and cases of 

discriminations have seriously reduced and almost non- existence for the newer 

generation banks. Hence, this might explain why more and more women bankers are now 
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aspiring to the top of their career like never before. It was also discovered that the greatest 

challenges to women career advancement are family responsibilities and not as a result of 

discriminations. However, this is not to say that there are no longer cases of 

discriminations, as the study also revealed that cases of discriminations are still relatively 

high for the old generation banks particularly First bank and Union bank. It was also 

discovered that another challenge that women bankers have to contend with it, is the very 

tasking nature of their job.   It is therefore important, that banks address the nature of their 

operations to make it more flexible for women to be able to progress in their careers as 

well as make their homes.  In conclusion it must be stressed that, although level of 

aspiration of women bankers has increased, female bankers should also intensify their 

effort towards increasing their level of aspiration so that they can progress more rapidly 

in their career. Bank management should address the nature of activities of banks to suit 

female banker’s family commitment in order to reduce the challenge of family 

responsibilities.  Management should also address the problem/culture of closing late 

particularly for women bankers. Closing very late can be challenging to women bankers 

because this is likely to negatively affect the performance of their family responsibilities. 

Bank activities should be made more flexible. It is also recommended that management 

addresses the challenge of discriminations and unseen barriers against women bankers 

that are still slightly pronounced for the older generation banks. It is also recommended 

that aspiring women bankers must be ready to be hard working, committed, gain 

additional qualifications and be ready to perform. However, as they move higher in their 

career, they should show interest in organizational politics. This is very relevant for 

positions at the boardrooms. Some degree of politics is necessary in addition to 

performance for positions in the board level. More importantly, women bankers should 

also make adequate use of the training opportunities that is available for both men and 

women bankers. It was discovered that training opportunities greatly increase career 

advancement for employees regardless of their sex. 

 

References 
Adewunmi, F. (2007) Beyond Institutional Issues and Options in Ensuring Compliance 

with Labor Standards and Enforcing Workers Rights in Nigeria. Paper presented at 

the Nigerian Industrial Relations Association Conference at Ijebu-Ode. 

Afolabi, A.A. and Arogundade, L. (2006)Gender Audit of the 2003 General Elections and 

Issues in Women’s Political Participation in Nigeria. Women Advocate Research and 

Documentation Centre (WARDOC), Ibadan. 

Aina, O.I. (2012)Two Halves make A Whole: Gender at the Cross Road of the Nigerian 

Development Agenda. Inaugural Lecture Series 250, Obafemi Awolowo University, 

Ile Ife. 

Aina, O.I. (2009) The Global Challenge of Gender Equality and Women Empowerment     

Agenda: The African Experience? Gender and Social Transformation: Global 

Transnational and Local Realities and Perspectives. Paper presented at the 

International Conference held on July 17-19, 2009, Beijing. 

Ajede, S.A. (2008) Bank Recapitalization and Employee Welfare. Ijagun Journal of 

Social and Management Sciences 4:36-47. 

Akande, J. (2006) Objectives of the National Gender Policy.Maitama: Ministry of 

Women Affairs and Social Development. 

Annan, K. 2002). Building a Partnership for Girl’s Education.Keynote address at the 

World Education Forum. Dakar.  

 www.unesco.org/education/efa/wef2000/.speeches/secretarygeneral.shtml. 



250       JOURNAL OF ENVIRONMENTAL AND TOURISM EDUCATION (JETE). Vol. 1 No. 2 & Vol. 2 No. 1 June, 2019 

 

GENDER DISCRIMINATION AND CAREER ADVANCEMENT OF WOMEN IN THE NIGERIAN BANKING INDUSTRY -  AJEDE, SALAMAT ATINUKE (PhD) & 

PROF IFEANYI ONYEONORU 

Balls, S. 2009. The Anatomy of Glass-ceiling: Barriers to Women’s Professional 

Advancement. Accenture Global Management Consulting, Technological Services, 

UK. 

Bridge, 2008.Environmental and Gender Issues:  Development and Gender in Brief 

Series. 

Brychan, T.; Lewis, A. and Isaiah, F.U. 2013.Breaking the Glass ceiling in Developing 

Countries: The Case of Nigeria.International Center for Business Research Issues: 

Volume2, Link:Icbr. Net/0202.10. 

Burdett, J. 2004. Australian Women in Banking: Still the Reserve Army. Women in 

Management Series 9.1: 21-26. 

Burke, R. and Mackeen, C. 1996.  Employment gaps and Work and Career satisfaction of 

Managerial Women. International Journal of Manpower 17: 47-55. 

Byko, M. 2008.Challenges and Opportunities for Women in Science and 

Engineering.The Minerals, Metal and Material Society, Center for Institutional 

Changes, UW. 

Charlesworth, H. 2009. Not Waving but Drowning: Gender Mainstreaming and Human 

Rights in the European Union. Harvard Human Right Journal 18. 

Ciroma, M.I. 2006.Need for the National Gender Policy of the Federal Republic of 

Nigeria.Maitama: Federal Ministry of Women Affairs and Social Development.  

Corrales, J. 2002. The Politics of Education Reform: Bolstering the supply and demand; 

Overcoming Institutional Blocks 11:1. ’Retrieved from 

http:// www1.Worldbank.org/education/globaleducationreform/corrales.pdf. 

Crompton, R. 2003. Women in Banking: Continuity and changes since the 2nd World 

War.British Journal of Sosciology 18. 

Crompton, R. and Harris, F. 2007. Explaining Women’s employment patterns and 

orientation to work, Revisited: British Journal of Sociology 25. 

Dreher, G.F. 2003.Breaking the glass ceiling: The effects of sex ratios and work-life 

programs on female leadership at the top.Journal of Human Relations 56: 541-562. 

FGN, 2007.National Gender Policy.Federal Ministry of Women Affairs and Social 

DevelopmentMataima. 

Duflo, E.   2012. Women Empowerment and Economic Development.Journal of Economic 

Literature 2012,50(4), 1054-1079 http//dx.dot.org/10.1257/jel. 50.4.1051 

Giddens, A. 2004.Sociology.4th ed. Oxford: Black Well Publishing LTD. 

Goertz, G. and Mazur, G. 2008. Politics, Gender and Concepts. Cambridge:  Cambridge 

University Press. 

Goldstar, 2005.Goldstar Directories Nigeria’s Top 500 Companies. 13th ed. Lagos: 

Goldstar Directories Limited. 

Goldstar, 2006.Goldstar Directories Nigeria’s Top 500 Companies. 14th ed. Lagos: 

National Directories. 

Gottfredson, L.S. 2006. Career Development and Counseling: putting Theory and 

Research to work. Wiley: Hoboken Publishers. 71-100. 

Gottfredson, L.S. 2005.Applying Gottfredson’s theory of Circumscription and 

Compromise in Career Guidance and Counseling.Eds. S.D. Brown and R.W. Lent. 

Granlese, J. 2004. Occupational Pressure in Banking: Gender Differences. Women in 

Management Review.19(4) 219-226. 

Gregson, M. and Lowel, M. 2008.Servicing the middle Class, Genderand Waged 

Domestic Labor in Contemporary Britain.British Journal of Sociology London 

School of Economics and Political Science. 



JOURNAL OF ENVIRONMENTAL AND TOURISM EDUCATION (JETE). Vol. 1 No. 2 & Vol. 2 No. 1 June, 2019               251 

GENDER DISCRIMINATION AND CAREER ADVANCEMENT OF WOMEN IN THE NIGERIAN BANKING INDUSTRY -  AJEDE, SALAMAT ATINUKE (PhD) & 

PROF IFEANYI ONYEONORU 

Hackett, G. 1997.Promise and Problems in Theory and Research: Women’s Career 

Development. Journal of Counseling Psychology 44: 184-188. 

Hannagan, T. 2005. Management: Concept and Practices. 4th ed.Great Britain: Pearson 

Educational Limited. 

Harlan, S. and Berheide, G. 1994.Barriers to Workplace Advancement Experienced by 

Women in Low –paying Occupations. The Center for Women in Government,  

Albany State University of New York.http://digitalcommons.ilr.cornell.edu/key-

workpace/122. 

Harper, E.; Baldwin, R.; Gansneder, B. and Chronister, J. 2001. ‘Full-time Women 

Faculty off the tenure Track: Profile and Practice.  Higher Education Review 24: 237-

257. 

Hartley, D. 2002. Teacher Appraisal: A Policy Analysis. 3rd ed. Edinburg: Scottish 

Academic Press. 

Healthfied, S. 2008.Women and Work: Then, now and Predicting the future for Women 

in the Workplace. U.S. Department of Labor: Women’s Share of Labor Force. 

Horeli, L. 2002.The Gendered Account of the Personnel as a Tool for Mainstreaming 

Equality in Finnish Ministries.Journal of Urban Regional Studies. 

Ibrahim, A. 2006. Problems and Challenges of Bridging Gender inequalities in Nigeria: 

Federal Ministry of Women Affairs and Social Development, Maitama, Abuja, 

Nigeria. 

Ibru, C. 2008.A Nigerian Success Story- Women Leadership in African Banking.A Paper 

presented at the 2008 African Banking Congress, Sandton Convention Centre, 

Johannesburg. 

Kay, K. and Shipman, C. 2009. Womenomics: A Publication of Accenture Global 

Management Consulting, Technologyand Services. United Kingdom. 

Kendall, D. 2007. Sociology in our times.6th ed.  A publication of Thomson wadsworth, 

Belmont: Thomson higher education. 

Kim, N. 2004. Career Success Orientation of Korean Women Bank Employees: Career 

Development International Series 9.(6) 595-608. 

Kline, A. and Sausner, R. 2010. Taking charge in turbulent times: 25 Most Powerful 

Women in Banking 2009. A Publication of Finance Works, 2010 American Banker 

and Source Media, Inc. 

Krakaver, L. and Chen, C. 2003. Gender and Barriers in Legal Professions: Implications 

for Career Development ofFemale Law students: Journal of employmentCounseling 

40: 65-79. 

Lawal, H. 2006.Gender Roles and Division of Labor: Federal Ministry of Women Affairs 

and Social Development, Maitama. 

Leahy, K. and Yermish, I. 2003. Gender Issues in Developing Nations:  A Special Series 

on Community Informatics. St Joseph’s University.Philadelphia, 11. 

Lewis-Enright, K.; Crafford, A. and Crous, F. 2009.Towards a Workplace Conducive to 

the Career Advancement of Women.South African Journal of Industrial Psychology 

35: 1. 

Lilley, P. and Shantz, J. 2009. The World Largest Workplace: Social Reproduction and 

Wages for Housework. A Community Development Journal,Oxford Journal of the 

Social Sciences 4: 260-263. 

Mabogunje, A. 2006. Foundations for Urban Development in Nigeria: Legacies of 

AkinMabogunje. Washington: Cities Alliance. 



252       JOURNAL OF ENVIRONMENTAL AND TOURISM EDUCATION (JETE). Vol. 1 No. 2 & Vol. 2 No. 1 June, 2019 

 

GENDER DISCRIMINATION AND CAREER ADVANCEMENT OF WOMEN IN THE NIGERIAN BANKING INDUSTRY -  AJEDE, SALAMAT ATINUKE (PhD) & 

PROF IFEANYI ONYEONORU 

Mehran, N. and Raza, J. 2009. Women’s Career Progression, Barriers and 

Organizational Justice: A study of Iranian Society, Emerald Group Publishing 

Limited 10.(5) 311-328. 

Mordi, C.; Adedoyin, H. and Ajonbadi, H. 2011. Impediments to Women Career 

Advancement: The Nigerian Experience. Petroleum-Gas University of Ploiesti 

Bulletin, Economic Science Series LXIII.(2) 11-22. 

Mullins, J. 2005. Management and Organizational Behavior. 7th ed. England:Pearson’s 

Education LTD. 

Olutayo, O. 2005.Women in Long Distance Trading. Ibadan Journal of the Social 

Sciences 4: 5. 

Onyeonoru, I. 2005. Industrial Sociology: An African perspective. Ibadan: SAMLAD 

Printers. 

Onyeonoru, I. 2008. Labor Market in the Context of Economic Sociology: Bringing 

Society Back to the Economy.  Ibadan Journal of the Social Sciences 6: 1. 

Oppong, C. 1993. Industrial Sociology, African Perspectives. Occupational and Conjugal 

Inequalities and Insecurity: Effects on Family Organization and Size. Ed. I. 

Onyeonoru. Ibadan: SAMLAD Printers. 

Oyesiku, O. 1997.Ogun State in Maps. Ago-Iwoye: Department of Geography and 

Planning, Olabisi University. 

Ritzer, G. 2008.Sociological theory. 7th ed. England: Pearson’s Education LTD.   

Sealy, R. 2011.Women in Senior Management and Investment Banking.Publication of 

International Centre for Women Business Leaders, Canfield School of Management. 

Squires, J. 2007. New Politics of Gender Equality: Hounds mills, Basingstoke, 

Hampshire. UK: Palgrave. 

Stevens, V. 2008.A Stairway to the Stars for Unskilled Women: A Journal of Women in 

Management Review 15.(1) 20-29. 

Tlaiss, H. and Kauser, S. 2010. Perceived Organizational Barriers to Women’s Career 

Advancement in Lebanon: Gender in Management.An International Journal 25. 

Tlaiss, H. and Kauser, S. 2011. Impact of Gender, Family and Work on the Career 

Advancement of Lebanese Women Managers: Gender in Management: An 

International Journal 26.(1) 8-36. 

Tomlinson, J. 2004. Perception and Negotiation of Business Case for Flexible Careers 

and Integration of Part-time Work: Women in Management Review 19 (8) 413-420. 

Vongalise, M. 2003 Teachers Ethics: Educational International and the Forging of 

Professional Unity. Journal of Educational Controversy 1935-7699. 

U.S. Department of Labor (n.d.a.) 2009. Employed Persons by detailed Occupations and 

Sex: 2004 Annual Averages. Retrieved October 11, 2009, from  

 http://www.dol.gov/wb/factsheets/Qf- nontra.htm. 


