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ABSTRACT

Cﬁrrent interest in gender issues is an attempt to correct,
criticise and re-conceptualise the epistemological basis of
traditionally accepted knowledge which failed to fully incorporate
women’s activities. For example, in Africa, for a long time now,
women’s work has often been invisible and sometimes undervalued or
under-reported. Though there have been several criticisms of
traditional explanations of women'’s experience at home, at work and
within the society at large, very few empirical studies actually
document the true reality of Nigerian women’s social experience
particularly in the world of 'work’. It is this gap in knowledge
that the present study tries to fill.

The study therefore examines gender differences in industrial
enployment looking at organisational opportunity structure at both
ohjective and subjective levels. It also examines men and women's
work attitudes and behaviour looking at personal attributes and
ideclogical wvalues about gender role relations. The unigue
experiences of men and women in sex-atypical jobs are also
documented,

To achieve the objectives of the study, both micro and macro
level analyses are made, as explicated in the ’'gender-organization-
system’ (GOS) schema adopted for the study. The GGS approach is
entrenched in the Webherian tradition of the social action theory
and the Durkheimian objective social reality. Emanating from the
theoretical framework, three major assumptions are made, resulting

in nine operational hypotheses,
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Data for the study were collected from five multi-national
companies with fairly large female labour force, in Lagos. On the
whole 281 respondents were included in the sample survey while 36
others were studied with gualitative methods. Other methods of
engquiry include direct observation and a review of some official
records.

The data collected were analysed using non-parametric and
inferential statistics. The results of the data analyses and the
findings generally, support an interlocking system of relationship
between and among gender, work, and cultural factors. Although
gender sometimes has a pre—-eminent influence on work roles,
generally men and women in the same occupational group share the

same work interests, hours, and employment status than men and

women across occupations, signifying the influence of

h

individual attributes and structural factors. In a

o

‘ew cases,
cultural barriers interact with discriminatory intent to produce
forms of discrimination that is sometimes invisible vet
perpetuating.

All the operational hypotheses are confirmed except one,

ndicating the wvalidity of the theoretical assumptions of the

=N

study. However, on the basis of the findings, the study argued
that it is necessary to create employment eguity, and improve men
and women’'s access to full employment opportunity and better

working conditions, as these are important sources of maintainin

i1}

an efficient workforce. Finally, implications of the findings

which could help introduce feminist theoretical and methodological
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teols into organisational studies are presented.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the study

Major issues of concern in the field of Industrial Sociology
include motivational and behaviourial pafterns within work
organizations. Therefore most empirical studies in the field
of Industrial Sociology use objective and subjective indices
of work behaviour such as accident rates, labour turnover,
absenteeism, work satisfaction, work commitment/involvement
and work motivation to measure productivity. However, the
negleét of gender féctors and their influence on work
attitudes and behaviour vis-a-vis productivity in most of such
studies has been a major gap in the literature. Most
assumptions about gender factors in work organizations were
speculative, mythical, male biased and eurocentric. For
example, because men were the first to fully establish
themselves in industrial work as managers/supervisors, they
were described as achievers, as rational, task oriented and
aggressive. By contrast, women entered the industrial
organization much later +than men and were described as
emotional, sentimental, problematic, and incompetent to hold
responsible positions in the néw industrial world. There is
also the widespread belief that women have more interest in

'family’ than in ’'work’.
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Current criticisms of Industrial Sociology have shown
that theoretically, 1t has neglected discussion of gender
stereotyping of Jjobs and the subseqﬁent effects of sex
segregation of jobs on women’s career patterns, and options,
Brown1 for instance, found that the occupations studied were
often 'women free’ and at other times, the employees were
treated as ’unisex’. More often than not, .women employees
were treated as 'problems’. As with the field of Industrial
Sociology, the Socioclogy of Work has also been under attack.
A more fundamental problem raised by Duberman2 is that work
is usually defined as that activity in which man engages
primarily for the purpose of supporting himself and necessary
for the maintenance and advancement of the individual and his
society. Work is necessary for man’s image of himself as a
figure of responsibility and respectability. Duberman argued
that this conception of work tends to create a relationship
between the maie and the activity of work, while women have
been consistently placed outside the institution of work. The
tendency therefore in most cultures has been to perceive women

primarily as housewives. In effect, the themes of work and

marriage have been treated as separate fields of study for

lBrown, R., Women as employees: some comments on research in
Industrial Sociology in Barker, D. L. and Allen, S. (eds)
Dependence and exploitation in Work and Marriage, London, Longman,
1976, 21-46p.

2Duberman, L., Gender and Sex 1n Society, New York, Praeger
Publishers, 1975.
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quite a long timeS, while +the views of masculinity and
femininity are bound up with this dichotomy between ’the home’
and the world of swork’ !, For example, following sex
segregation in the labour market, the actual study of work has
proceeded along sex-differentiated lines. Feldberg and Glenn5
remarked that separate models for men’s and women'’s
relationship to employment have created two Sociologies of
WO%k, that is, the job model {(which emphasizes work conditions
and work orientation in explaining male work behaviour); and
the gender model (which borrowed basic assumptions from the
neoclassical economic approach and thus emphasized individual
variables). The gender model used family interests and
personal qualities to explain female work behaviour, thus
ignoring type of Jjob and working conditions. Haralambos et

6 stated that the Socioldgy of Work could at best be

al.
retitled as 'the Sociology of men’s work’.

The emergence of feminist movements engendered a change

in orientation in the West, and current feminist theories have

3Rowbotham, S., Woman’s consciousness, man’s world, Harmonds
worth, Penguin Books, 1973.

4Barker, D. L. and Allen, S. (eds), Dependence and
exploitation in work and marriage, London, Longman Publishers,
1976.

5Feldberg, R. and Glenn, E., Male and female: Jjob versus
gender models in the Sociology of Work, in Kahn-Hut, R., Daniel, A.
and Colvard, R. (eds), Women and .work, New York, Oxford Press,
1982, 65-80p.

6Haralambos, M. and Heald, R. M., Sociology Themes and
perspectives, Slough, University Tutorial Press Limited, 1980, 369-
404p.
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rendered inadequate patriarchal sociological theories in
explaining women as a subject of research. Recent studies
have shown that observed sex differences 1in employee’s
orientations and actions are determined more by their
organizational roles and situationsng. Beyond the integrated
model of Feldberg and Glenn&, cultural and ideological issues
are now incorporated into the discussions on women'’s
experiences within work organizations as explicated in the
work of Fagensong. Fagenson’s gender-organization-system
(GOS) approach suggests that women’s behaviour and limited
corporate progression in organization can be due to their
gender, the organizational context and the larger social and
institutional system in which they function.

Judging from above, it seems that the analytical
frameworks of the eariy patriarchal theories have serious
implications for gender studies in the West, and would be
defective in explaining the lives of the Third World women,

and men alike who belong to a totally different socio-cultural

formations. This makes it appropriate'to work with some
detachment from existing causal analytical framework. Thus,
7Kanter, R. M., Men and women of the corporation, New York,

Basic Books, 1977.

8Armstrong, P. and Armstrong, H., The double ghetto: Canadian
women and their segregated work, Toronto, McClelland and Stewart,
1984,

. gFagenson, E. A., At +the heart of Women in management.
research: theoretical and methodological approaches and their
biases, Journal of Business Ethiecs, 9(4/5) April/May 1990, 267-
274p.
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we view men and women within specific contexts as actors whose
actions are determined by their assumptions and perceptions
of society. |

The present study hopes to make its modest contribution
by introducing gender factors into the analysis of work
attitudes and behaviour within industrial organizations in
Nigeria.

In recognition tﬁat the specific history of each nation
and its experience under industrial capitalism has important
roles to play in the study of women and their work, the
political economy model has been widely used to explain trends
in female labour proletarianizationv and subsequent
marginalization of their labour power as women are paid less
for work of equal Yalue, compared to men. However, the extent
to which the political economy model can incorporate the
micro-level analyses is questionable. Though the individual
responds to the changes within  the macro-structural
environment, the individual is still left with the freedom to
decide between and among alternative choices. The present
study thus presents these industrial workers as conscious
actors rather than as victims. It adopts the social action
perspective which integrates both the internal and external
logic of organizational behaviour. To achieve this, the study

combines Weberian tradition with Durkheimian objective social
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reality as exemplified in the work of Peter Bergerw.

1.2 Statement of the problem

For a long time, the concern to record employment
statistics has obscured any major Tresearch into the
expectations, aspirations and motivations of women in the
different sectors of the Nigerian economy. Also, it seems the
present economic criseé in the country has a much more serious
implication for women’s employment options than any other
group, particularly in a society deeply penetrated by the male
ideology which projects men as breadwinners, and women as
dependents.

Most of the existing studies on women'’s labour force
participation in Nigeria have mainly documented macro level
factors mitigating against female employmenﬁ in the formal
sector of the economyn,”. Subsequéntly, there is a dearth
of data regarding women'’s work attitudes, while little‘is

known about  the actual occupational aspirations of women;

differential job rewards based on gender and the influence of

10 Berger, P., Identity as a problem in the Sociology of
Knowledge, in Curtis, J. E. and Petras, J. W. (eds), The Sociology
of Knowledge, London, Gerald Duckworth and Co. Ltd., 1970, 373-
386p.

11OJ'o, F., Prospects for modern sector employment generation,
Paper presented at the Workshop on Women in the formal sector
labour force in Nigeria, University of Lagos, Nigeria, 6-7 March,
1985.

12Fashoyin, T., Oyekanmi, F. D. and Fapohunda, E. R. (eds)
Women in the modern sector labour force in Nigeria: issues and
prospects, Lagos,. Leamson Printers, 1985.
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employers’ attitudes towards a positive career development for

women. For example, the few existing studiesl‘g,“,15

which
have tried to compare male and female factory workers in the
African context, all found no difference between men and women
in terms of needs, attitudes and value regarding employment,
vet the way they are perceived by potential employers and
their conditions of work differ considerably.

Survey studies on occupational distribution by sex in the
private and the public sectors of the formal labour market
have shown that men tend to be more highly concentrated in the
modern sector occupations which regquire higher educational
qualification, offer substantial social status and provide
good salariesw,”. A change in occupational distribution is
envisaged with higher investments in female education and with
a subsequent increase in the number of women entering the

modern labour force. However, the extent to which a woman is

able to participate in the labour force depends on how she is

13Elkan, W., An African labour FEast African Studies (7),
Kampala, East African Institute of Social Research, 1955.

14Date—Bah, E., Informal relations among the employees of a
Ghanaian factory, Ghana Social Science Journal, 2(1), 1972, 86-97p.

15Di Domenico, C. M., Nigerian industrial recruits: a case
study of new workers at the Nigerian tobacco company factory at
Ibadan, Ph.D Thesis, Ibadan, 1973.

16Fapohunda, E., Female and male work profiles, in Oppong, C.
(ed), female and male in West Africa, London, George Allen and
Unwin, 1983, 256-265p.

17Afonja, S., Women, work and the family in Nigeria, a Report
submitted to thelFord Foundation, Lagos, Nigeria, October 1989,
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able to control potential conflicts between domestic
activities and responsibilities, and the demand of the work
place.

The traditional view of women’s roles deserves some
attention and review, for according to Sampson and Rossim,
womeh’s employment has become an integral part of the family’s
social position. Women's situations have changed as married
women now rely on their own work activities as an important
mechanism for obtaining power in the society. According to
Ross and Sawhill30 more women today are likely to head their
own families and rely on their own work activities to obtain
power and money. Despite these changes, Wolf and Fligstein19
argued that women are much less likely than men to be in
positions of power in the workplace.

The current recession in Nigeria has compounded the
problems of women in the modern industrial sector. Women have
to compete with a growing number of men for a limited number
of industrial jobs done often under unfavourable conditions,

while they are also confronted with social prejudices. Even

though no public policy in Nigeria supports sex discrimination

18Sampson, W. A. and Rossi, P. H., Race and family social
standing, American Sociological Review, 4, April 1975, 201-214p.

19Wolf, W. C. and Fligstein, N. D., Sex authority in the
workplace: the causes of sexual inequality, American Sociological
Review, 44, April 1979, 235-252p.
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20

in the labour market, Fashoyin™ argued that this does not in

itself imply that men and women have equal employment

opportunities. Rather, it might mean that the absence of
specific government labour policy has helped to
institutionaligze sex discrimination in the labour market. If

an employer engages in sex discrimiﬁation.in respect of pay or
other employment conditions, there is no law to turn to for
redress since no specific law would héve been violated. Even
though the Nigerian constitution of 1979 states that there
should be no discrimination in employment on the basis of
birth, sex, religion, and political opinions, Rhoodie21
remarked that such constitutional right only exists on paper.
She argued that Nigerian women do not only lack proper
educational background to accede to high professional ranké,
the constitution itself is regularly suspended, sometimes for
years, by every new military power.

No doubt, the o0il boom of the late 70s, and the exposure
of iﬁcreased number of women to formal education, multiplied
the number of women in the modern industrial sector. Though
the number is still relatively small compared to men, Nigerian

women today have entered almost all spheres of the urban

economy. Few have penetrated the traditional male occupations

20Fashoyin, T., Introduction, in Fashoyin, T. et al. (eds),
Women in the modern sector labour force in Nigeria: issues and
prospects, Lagos, Leamson Printers, 1985, 1-11p.

21Rhoodie, E. M., Discrimination against women: a global
survey, Jefferson, North Carolina, Mcforland and Co. Inc., 1989.
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like engineering, architecture. accountancy and other
managerial positions,. The occupational experience of these
newly emerging female professionals  have rarely  Dbeen
documented, neither have their adaptive strategies to meeting
the daily demands of their multiple roles as women and workers

been fully conceptualized.

1;3 Research ob,jective and hypotheses

The principal objectives of this study therefore are:

a. to examine how gender differences in industrial
employment in Nigeria are generated by the
organizational opportunity structure (salary,

promotion and training);

b. to examine how gender differences are generated by
the subjective conditions of work (attitudes of
managers/supervisors/co-workers towards female
employment and the attitudes of ’women’ themselves
towards factory employment);

c. to establish any linkage between unequal treatment
based on gender and the general attitudes to work;

d. to assess women in sex-—atypical jobs, their
perception of these jobs/work groups, the extent to
which women in these occupations are exposed to the
same technology as men with the same skill, and the
level of acceptance of women by men in these
occupations.

To achieve the objectives of this study, the following

are the basic assumptions of the study, from which nine

operational hypotheses are derived.

The basic assumptions of the study

The study is premised on three major assumptions which

are - I. Men and women with similar personal
characteristics will tend to have similar work
attitudes.
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II. Men and-women who work under the same structural
conditions tend to have similar work attitudes.

ITI. Men and women who hold the same ideological values

about gender role relations will +tend to view
female bosses the same way, but will differ in work
attitudes.

Operational hypotheses for assumption T

1.

.

3 .

Men and women with the same level of education tend to
have similar work attitudes.

Men and women with the same marital status tend to have
similar work attitudes.

Men and women who are married with children have similar
work attitudes.

Operational hvpotheses for assumption II

4,

Men and women who have the same occupational status tend
to have similar work attitudes.

Men and women who belong to the same income group tend to
share similar work attitudes.

Men and women with the same promotional prospects tend to
have similar work attitudes. ' :

Men and women who perceive that they are discriminated
against at work because of their gender tend to have
poor work attitudes.

Operational hypotheses for assumption III

8.

2,

Men and women who possess +traditional gender role
orientations tend to view female bosses negatively.

Men who possess traditional gender role orientation value
tend to show positive attitudes to work, while women with
traditional gender role orientation value exhibit poor
work attitudes.

The significance of the study

Women have now been recognized as an important segment of

our economically active population. Since they constitute
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about 50 percent of the Nigerian total population, failure to
pray attention +to problems of female reproductive and
productive-roles is a direct neglect of our human resources.
Yet many studies continue to point to major obstacles facing
women’s effective participation in the processes of economic
production and national development. Colonial ©policies
discriminaed systematically ag%nst women in access to such new
critical resources such as western education and wage labour,
and subsequently weakened the institutions that previously had
insured women’s access to land and agricultural labourzy
Also, in the post independent Africa, the economic
marginalization and proletarianization of most women help to
service the growing international capitalism, as women’s
labour serves as a source of cheap labour supply%. Worst
still, a lot of misconceptions about women’s work attitudes
and behaviour exist within the modern industrial labour
force“. The direct result of attributing the nature of
women’s work primarily to bioiogically determined factors has

résulted in the segregation of women into a limited number of

low-level labour force Jjobs, and women’s responsibility for

a2 Robertson, C. and Berger, I. (eds), Women and Class in
Africa. New York, Holmes and Meier Publisher Inc.,

1986.

2 Tilly, L. A, "Paths of proletarianization: Organisation of

Production, Sexual division of labour and women’s
collective action" Signs. 7(2), 1981, 400-417p.
i Laws, J. L., Work aspiration of women: False leads and new
starts, Signs, I, spring 1976, 33-4ap.
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domestic chores., According to Strober%, occuaptional
segregation at the workblace has been maintained because all
other systems in the society have so strongly supported it.
Also, the prevailing theory in Sociology maintained that men
are "instrumental" or '"task" oriented, and women are
"expressive" or "social" specialists%.

To correct some of the existing myths about gender roles,
the present study seeks to establish that perceived gender
differences in work attitudes and behaviour are in fact
socially construed rather than being biologically determined
at birth,

The significant changes in women’s participation in the
paid labour force have made it increasingly important to
understand the nature of gender differences in work
organizations. With growing economic crisis, Nigerian women
continue to move into the wage employment, although very few
of them are at the top of their professions. However, this
exploration of the functioning of the labour market,
particularly the treatments meted to women in terms of

recruitment, training and pay discrimination will enhance the

attention of planners and policy makers on the requirements

2 Strober, M. H., Towards dimorphics: a summary statement

to the conference on occupational segregation,
Signs, 1(3), part 2, Spring 1976, 293 - 302p.

6 Mécker, B. F. and Weitzel O’'Neill, P.A., Sex roles and
interpersonal behaviour in task-oriented groups,
American Sociological Review, 42, February 1977, 95
- 105p.
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for an effective programme to promote more equal opportunities
for Nigerian womeﬁ.

To have appropriate and effective policies which will
address the ’women’s question’, particularly that which
relates to her work roles, we need to understand the reality
of the world of work with a particular emphasis on gender,
using the women’s own terms and expressions. The first step
in this process is to become critical of existing social
theories which have been found to be conceptually inadequate
not only in explaining gender related issues, but also
inadequate in explaining African social realityﬂ.

This study therefore contributes to the existing body of
liferature by exploring gender relations in formal structures.
The findings, no doubt will give useful suggestions on how to
tap fully our female talents and solve some of the obvious job
segregation problems in our labour market. The findings are
also useful for career counsellors in educating our girls (now
training or yet to train in the so-called 'male-world’® on some
of the peculiarities and demands of this 'world’).

Broadly, the findings of this study are useful for future
researchers in the fields.of ’Women and Development’; Women’s

Studies; and particularly, for industrial sociologists who are

ever interested in the techniques of managing a successful

o Alo, 0. I., Understanding work attitudes and behaviour in

Nigeria: a study of work and non-work spheres of
life, Ph.D Thesis, Unife {(now O. A. U), Ile-Ife,
1984,
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workforce to meet the ever increasing demands of modern

technology.

1.5 Data collection

The data for the study were <collected from 5
manufacturing industries in Lagos. They are:

a, May and Baker (Nig.) Ltd.,

b. Guiness (Nig.) Ltd.,

c. Nigerian Textile Mills

d. Christlieb (Nig.) Ltd.,

e. Cadbury (Nig.) Ltd.
A total of 281 respondents were interviewed using a structured
questionnaire, while 36.others, who were carefully selected
from specific categories were 1interviewed using 'semi~
structured open-ended interview guides. In each company,
those interviewed in this second category include -

a. Representatives of Management staff (for example a

personnel manager.

b. A production manager or a supervisor or a foreman
c. Women/men in sex-atypical jobs
d. Representatives of Labour Union executives.

Responses from the latter group were taped, transcribed and

analyzed.

1.6 Analvsis of data and findings

The data collected were analyzed using non-parametric
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statistics (percentages and chi-square tests) and inferential
statistics (contingency coefficient, Pearson correlation
coefficient and logistic regression models) to determine
relationships and strength of association betwéen selected
variables.

Eight out of +the nine operational hypotheses were
confirmed while only one was rejected (that is, hypotheses 8).
A major finding in this study is that the attitudes of men and
women in the survey, to paid employment tend to be very
similar. Both men and women surveyed have taken industrial
work as a way of life. However, it is found that both men and
women who are in dead-end jobs tend to exhibit poor work
attitudes and behaviour, although the present socio-economic
crisis in the country today is forcing workers to become more
attached to their work ({(that is, workers tend to suffer in
silence).

Workers’ attitudes and behaviour are therefore often
functions of the opportunity structure rather than the
biological make-up of the worker (maleness or femaleness).
Since majority Qf women are in low level jobs, their attitudes
to work can wrongly be taken as stereotypical of their sex.
Also, noticeable gender discrimination at work is experienced
by the few women at the top, while this is less emphasized
among those in low level jobs. Although the response of women
to perceived gender discrimination is not necessarily anti-

work, it 1is not unlikely that a person who persistently
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experiences gender discrimination at work will later exhibit
unfavourable attitudes which in turn could serve to further
deprive him/her of job advancement.

1.7 The structure of the thesis

The thesis 1is presented in eight chapters. The
introductory chapter‘(chapter one) presents the background to
the study, defines the problems studied; states the objectives
and the significance of the study; identifies methods of data
collection and the procedures for data analysis.

Chapter two, which is the literature review, presents
existing perspectives on ’'women and work’; ’women and the
labour market’; and ’women’s adaptive attitudes and behaviour
to occupational conditions’.

Chapter three presents a theoretical and a conceptual
"discussion, while chapter four which is the research
methodology focuses on eight items which include the selection
of industries; the population and sample; method of data
collection; pre-test; problems encountered in the field;
procedure for data analysis and limitations of the study..

.Chapter five describes the location of the study and
gives a brief profile overview of the five establishments
surveyed, and summary of Nigerian Government employment
conditions relevant to women. Also, this chapter presents a
summary report on direct observation of MGNXC production
lines; and provides empirical evidences on the social

environment of work using data from case studies.,
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The quantitative data is presented in two chapters
{chapters 6 and 7). . Chapter six presents data on socio-
economic characteristics of the sample; respondents’ work
history; the general conditions of woyk and some descriptions
of work and family roles description. Chapter seven focuses
on measures of work values, attitudes and perceptions; while
it also contains the test of hypotheses.
Chaptef eight which is the final chapter, presents
summary, conclusions, and policy implications of the study and
also presents recommendations for improving gender relations

at work and suggesting future research orientations.
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CHAPTER TWO
LITERATURE REVIEW

The literature review covers three major éub—themes which are:
- Existing perspectives on "women and work"

- Women and the labour market

- Women’s adaptive attitudes and behaviour to occupational

conditions.

2.1 Existing perspectives on ’'women and work’

One of the earlier moves to correct the continuous
subjugation of women in the process of social and economic
development led to tracing the.origin of sexual inequality in
society, and accounting for the persistence of such inequality
despite socio-cultural changes.

For a long time, two major perspectives existed in
anthropological studies of gender relations cross-culturally.
The first is +the perspective which uses the inherent
differences in the biological composition of the sexes to
explain sexual inequality, while the second perspective

8

derives from the work of Engels2 who 1linked female
subordination to changes within the realm of economic
production. The subsequent paragraphs present the major
perspectives on the origin of sexual inequality, as this

serves as a point of departure in understanding the persistent

stereotyping of Jjobs among the sexes and across national

8 Engels, Frederick, The Origin of the family, private

proprty, and the state. New York, International
Publishers, 1942.
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communities.

a. Biological Determinism:

Although the details of the position taken by adherents
of biological determinists differ, common to all of them is
the basic assumption that men and women differ in reproductive
organization, in hormonal endowments, in size and potential
physical strength, thus making differences for human social
life. A major consequence of the assumed dichotomous nature
of men and women is the allocation of tasks along gender
lines. Such tasks are not only differentially valued, such a
division affords the sexes differential access to and control
over socially valued fewar@ and resources. For example,
Murdock29 wrote +that biological differences, such as the
greater physical strength of men and the fact that women bear
children led to differences in gender roles out of sheer

30

practicability. On their own part, Tiger and Fox" observed

that the human biogrammarl which 1is a genetically based
programme predisposes mankind to behave in certain ways due to
differences in hormones. The resistant aggressiveness and
dominance of women by men is partly a result of his genetic

inheritance from his primate ancestors and partly due to his

genetic adaptation to the hunting way of life. Males who had

1949.

29

Murdock, G. P., Social structure, New York, Macmillan,
3 Tiger, L. and Fox, R., The imperial animal, London, Secker

and Warburg, 1972.
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dominated hunting as a way of life, and who were also
responsible for the protection of +the band, naturally
monopolized positions of powers while.women who are programmed
to reproduce and care for children become rather dependent.

Since genetic change is generally slow, compared to
cu%tﬁral change, ﬁhe male and female biogrammars of the
huﬂting society are assumed to have continued in the modern
industrial society. Although writers who later wrote on
modern industrial societies, for example,-Talcott Parsons“,
tend to reject the hypothesis of the human biogrammar, they
still associated sex differences to biological functions.
Thus, Talcott Parsons associated sex differences in the
allocation of roles to the expressive relationship between
mother and child and' the male control of the means of
subsistence.

Though the details and descriptions of biological
explanations of sexual division of labour differ, the scholars
who adopted this mode of explanation all made references to
differences in reproductive arrangements, in hormonal
endowments, in physical strength possessed by both men and
women; and the implications of these differences on gender
relations. They all assumed that the important end result of
sexual division has been differences in valuation of task

performed by both men and women, resulting in unequal access

i Parsons, T., Age and sex 1in the social structure of the

United States, American Sociological Review, 7,
October 1942, 604-616.
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to critical resources and power.
The biological explanation of sexual inequality has been
variously criticized and faulted. Thus we turn to the next

school of thought in sexual inequality discourse.

b. Culture and division of labour:

The main assumption of scholars.who used this pgrspective
is that human behaviour is largely directed and determined by
culture. According to Haralambos et _;,6 culture is the
learned recipes for behaviour shared by members of a society.
Norms, values and roles are culturally determined and socially
transmitted, therefore gender roles are a product of culture
rather than biology.

Oakley“, wrote in support of cultural determinism, To
her, human cultures are diverse and endlessly variable. They
owe their creation to human inventiveness rather than
invincible biological forces. She argued that biological
characteristics do not bar women from particular occupations,
as there are no tasks apart from childbearing which are
performed exclusively by females. Oakley argued that the
mother role is a cultural construction as evidence from

several societies shows that children do not require a close,

intimate and continuous relation with a female mother figure.

i Oakleyv, A., Sex, gender and society, London,

Temple - Smith 1972
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Bettelheim’s study33

of collective childrearing among the
Kibbutz also showed that gender roles are not inevitable,
neither are particular tasks universally assigned exclusively
to one sex or the other. He also found little mental illness
ambng Kibbutz children and 1little evidence of jealousy,
rivalry, and bullying, compared to children raised in Western
society. Instead, there was a strong pressure to conform to
group norms among the Kibbutz children yet raised by educators
in group homes.

Friedl“, supporting the cultural explanation, identified
dominance {(a situation in which men have highly preferential
access to activities which society accords the greatest value
and the exercise of which permits a measure of control over
others), as a feature which exists to some degree in.all
societies. He recognised that most'tasks assigned to men
naturally carry higher prestige than those of women. Men
become dominant because they control the exchange of valued
goods beyond the family group, and their tasks bring prestige

and power. Ortner35 noted that the universal evaluation of

culture as superior to nature is the basic reason for the

33Bettelheim, B., The children of the dream, London, Thames and
Hudson, 1969.

34Friedl, E., Women and men: an anthropblogical view, New York,
Holt Rinehart and Winsten, 1975.

35

Ortner, S. B., Is female to male as nature is to
culture?, in Rosaldo, M. Z. and Lamphere, L. (eds)
Women, culture and society, Stanford, Stanford

University Press, 1974.



-24-
devaluation of women, and thus observed that\ the woman’s
biology (natural ©processes which include menstruation,
pregnancy, childbirth, and lactation), physiological
processes, social roles and psychology, place women in an
intermediate position between culture and nature. For Ortner,
the subordination of women owes nothing to biology as such,
but rather, to the cultural evaluation of women'’s biological

make-up. In the same vein, Rosaldo and Lamphere36

argued
against biology as an explanation of sexual inequality. They
pointed out that this theory underplayed the capacity of human
beings to interpret andlalter their biological constitutions
and to regulate their behaviour with the aid of culture,
There is a_growing recognition that neither of the nature
-nurture debates can sufficiently explain sexual inequality.
Both did not go beyond identifying the need for sexual
division of labour. They have failed to explain in practical
terms why the tasks allocated to women in most societies are
often given less prestige than those of men; and why men
generally have power and authority over women. The Marxist

perspective has helped to fill this gap.

c. Marxist perspective

3

Both Engels and Marx linked female subordination and

36Rosaldo, M. Z. and Lamphere, L. (eds), Woman, culture and
society, Stanford, Stanford University Press, 1974.
3 Marx, Karl, Capital vol-1: A critical analysis of
capitalist production. New York, International
publishers, 1967.
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the origin of sexual inequality to changes within the realm of
economic production. Engels saw female subordination as a
result of the emergence of private property, particularly, the
private ownership of the forces of production. This theory
holds that there existed basic equality between the sexes at
the early period of man’s history and that this was altered by
changes in the relations of production. The emergence of
monogamous marriage helped to protect the institution of
private property, as the wife became economically dependent on
the husband and as wealth passed from the father to his
children.

Both Marx and Engels thought they were witnessing the
beginnings of women’s liberation in nineteenth-century
capitalist society, because it was assumed that the demand for
female wage labour would free women from dependence on their
husbands and from male dominance within the family. However,
the bourgeois wife in capitalist society not only produced
heirs to take over from their fathers, she was also forced to
submit to male control. For Marx and Engels, the true
equality between the sexes could only be achieved in a
socialist society where forces of production were communally
owned, and where housework and mother-hood become a public
affair.

By extension, many scholars have used the marxist theory
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to explain sexual inequality. Leacock38 focused on
transformations in relations of production resulting from the
breakdown of communal ownership of property and the emergence
of the individual family as the basic economic unit. Sacks39
identified differential involvemenﬁ of the sexes in social
labour as the major determinant of sex status. Sanday40
argued that variation in status is a function of the degree to
which men and women participate in activities of reproduction,

l“, rights of distribution

warfare and subsistence. For Fried
and control over the channels of distribution tend to be much
more important than were participation in production.
Orthodox marxism has been criticized for focusing on
economic factors alone in explaining the origin of sexual
inequality. Also, it is accused of holding the notion that
non-class societies were egalitarian, and that there is
explicit gender equality in socialist countfies. The failure
to incorporate women into the revolutionary societies of the

Soviet Union, Cuba and China proves that socialists revolution

cannot by itself liberate women.

38Leacock, E., Introduction, in Engels, F., Origin of the
family, private property and the state, New York, International
publishers, 1972, 71-72p.

39Sac’ks, K., Engels revisited: women, the organization of
production, and private property, in Rosaldo, M. Z. and Lamphere,
L. (eds) Women, culture and society, Stanford, Stanford University
Press, 1974, 207-222p.

40Sanday, P. R., Female status in .the public domain, in
Rosaldo, M. Z. and Lamphere, L. {(eds) Women, culture and society,
Stanford, Stanford University Press, 189-206p.
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' Schlegel“, also criticized orthodox marxism for
neglecting the role of ideoclogy in the perception of sexual
ineqdality. Schlegel therefore argued that neither the
’biological conditions’ nor the ’economic relations’® theory
already identified can adequately explain the issue of sexual
stratification. Schlegel identified two other factors (apart
from productive relationé) which tend to determine sexual
status. These are social organization and ideology. She
described social orgaﬁization as the social principles which
determine the kind of bonds people establish which include
kinship, association, rules of residence, and colonialism;
while she defined ideoclogy as ideas and beliefs about the
nature of mankind which serve as a powerful motivating force
for social action. For Schlegel“, the ideological views about
sex roles have created factors which have constantly
constrained women’s economic contribution. She noted that
childhood socialization/orientation makes the female child to
embrace housework/motherhoocd, while the male child embraceé
more status rewarding Jjobs. The results of this include
unequal access to formal education and wage discrimination
against women.
Liberal, radical and socialist feminists have been united

in their view that women’s issues are peripheral to Marx’s

i Schlegel, A., Toward a theory of sexual stratification,'in

Schlegel, A. (ed) Sexual stratification: a cross-
cultural view, New York, Columbia University Press,
1-40p. ‘
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theory. Despite the increasing entry of women into the labour
force, the position of the women within the home remains the

" same. Blood and Hamblin42

rejected theories of economic
determination which hold that a wife’s power and status will
increase in direct relationship to the financial contribution
she makes to the family. Other Marxist writers have argued
that wage labour in itself is exploitative for both men and
women, and that capitalism benefits from a large reserve
labour force of women which helps to keep wages down and

profits up. Connelly43

y noted that not only is women’s labour
available and cheap, women continue to compete with the
actively employed workers for their Jjobs. However, a great
gap exists between Western feminists and Third World feminist
scholarship. The latter has worked hard to put the new
African political economy model to work in explaining African
gender relations. In the subsequent section, we critically
look at the implication of the aforesaid theories on African

gender relations, and the wvisibility of tHe economic

contribution of women within the African nations.

d. African women and development

The impact of development on African women’s status has

42Blood, R. 0. Jr, and Hamblin, R. L., The effects of the wives
employment on the family power structure, in Bell, N. W. and Vogel,
E. F. (eds), A modern introduction to the family, Revised edition,
New York, The Free Press, 1968,

43Connelly, P., Last hired, first fired: women and the Canadian
work force, Toronto, The Women’s Press, 1978.
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been viewed wvariously, dependihg on theoretical Dbias.
Explanations of women’s employment patterns derive from two
contrasting theoretical perspectives. The two theories are
modernization theory and the Marxist feminist theory. In
explaining women’s work and its relation to socio-economic

development, proponents of modernization theory consider that

life in ’traditional’ societies 1limits women’s resource
access, decision-making power, and work role options.

. . 4 4 . :
According to Susan T1ano4, modernists claim that

modernization improves women's situation by expanding their
occupational choices and by increasing their natural security.
On the other hand, Marxist feminist £heory explains that
women’s well-being deteriorates with 'ghe advent of class-
based, capitélist society. The implication of the two
theories_for explaining Africaﬁ women socio-economic situation
is explored briefly.

Modernization theory has been extended to the analysis of
the status of African women. It has been argued that
colonialism raised the living and educational standards of
African women and would -at the end free women from the
drﬁdgery of farm labour and the oppression embedded in African
social customs. Thus research on African women for a long

time focused on problems of women’s education, polygyny and

44Tiano, S., The separation of women’'s remunerated and
household work: theoretical perspectives on women, Development
Working Paper (2), office of Women in International Development,
Michigan State University, Michigan, 1981.
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improvement of women’s inheritance rights, and those other
things that could improve women’s economic status,
On the contrary, many recent writings have found that far
from liberating African women, colonial impact had diminished
the prerogatives and rights these women formerly enjoyed.

Boserup45

at the wake of feminist scholarship observed that
improved technology in farming, lowers women’s status by
reducing their access to productive work. She stated that
colonization reinforced the process of female marginalization
by training men only, and by structuring access to credit and
other resources to the male as the head of the household.
However, urban African women have more access to resources
than their rural counterparts, but generally they rank much
lower than men in terms of educational and occupational
4647 48 45

. status, income and property ownership

The patriarchal relations which existed in the pre-

@Boserup, E., Women’s Role in economic development, London,

George Allen and Unwin, 1970.

d Hopkins, M., Employment trends in developing countries,
1960-80 and beyond, International Labour Review
Vol. 122(4), 1983,

i Schildkrout, Enid, Schooling or seclusion choices for
Northern Nigerian women, cultural survival
Quarterly, vol. 8(2), 1984,

18 Afonja, S. and Aina, O.I., Capitalism, partriarchy and
intrahousehold dynamics in peasant agricultural
production 1989, unpub.

4 Blumberg, R. L., Making the case for the gender variable:
Women and the wealth and well-being of nations,
office of Women in Development, U.S Agency for
International Development (October), 1989,
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capitalist system was taken advantage of within the emerging

0 argued that the interplay of local

capitalist system. Guyer
customs and colonial prejudice made cash crop production
predominantly the male’s. The planting of cocoa trees for
example, estabiished permanent rights to the land, a situation
which was fa?oured by the traditional arrangement which gave
women only usufructuary rights to land. Etienne51 reported
that among the Baule of Ivory Coast, women's control of cloth
production was under-cut when men entered cotton cash cropping
and when the French constructed a thread factory. Usiné the
political economy model, Afonjan, suggested that there was
ranking in the pre-capitalist subsistence agriculture and that
the ideologies of patriarchy during that period later helped
to create an increasingly gender stratified system ﬁhrough
male control of family labour land of critical production

resources. In the same vein, Strobel% identified elements

of gender differentiation prior +to the introduction of

50Guyer, J. I., female farming and the evolution production
patterns amongst the Beti of South-central Cameroun, Africa, 50(4),
1980, 341-370p.

51

Etienne, M., Women and men, cloth and colonization: the
transformation of production-distribution relations among the
Baule, in Etienne, M. and Leacock, E. (eds), Women and

Colonization: anthropological perspectives, New York, J. F. Bergin
and Praeger, 1980, 214-238p.

52Afonja, S., Women, power and authority in traditional Yoruba
society, in Dube, L., Leacock, E. and Ardener, S. (eds}, Visibility
and power: essays on women in society and development; Delhi,
Oxford University Press, 1986.

§3

Strobel, M., African women, Signs, 8(1), 1982, 109-131p.
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capitalist relations in African societies, a process which has
not only benefitted men within the new socio-economic order,
but persistently aided meﬁ to control women’s labour power.

Bujra54

argued that capitalist relations in Africa,
unlike Euro-American capitalism, still co-exist with non-
capitalist forms of production, particularly that based on the
household relations. Bujra noted that to meet both
subsistence and exchange needs, peasant agriculture relies on
family labour, particularly the labour of the wives. Bujra
therefore stated that capitalist development in Africa took a
uhique turn as it was to serve aims different from those of
Europe and America, and as capitalist production is designed
to serve the expansion of capital in the imperialist centres,
that is, to exploit African resources, including raw materials
and cheap labour power. Non-capitalist forms therefore
provide African subsistence needs, while it also sustains
capitalist production by providing raw materials and cheap
labour.

The above has implications for the process of
proletarianization in Africa and the place of women in it.
Many writers have therefore documented the detrimental effects

of capitalism on women even bevond the peasantry. Aina%,

54Bujra, J. M., Class, gender, capitalist transformation in
Africa, African Development, III (4), 1983, 12-42p.
» Aina, 0., I., Time-use patterns of rural farming families:
a case of Yoruba peasant women cocoa production,
Odu: A Journal of West African Studies, No. 35
(January) 1989, 292-315p.
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pointed out that with cash cropping, and industrial wage

labour, men accumulated wealth while women’s productive
importance diminished. In Quinn’s56 review of
’Anthropologicél studies on women's status’, she found that
under the modernization  of traditional economies,
opportunities for wage 1labour, higher-paying Jjobs, and

training for skilled and supervisory positions in the modern
labour force favoured men. She noted that women were either
relegated to marginal wages or left behind in non-competitive
and shrinking traditional sectors, or channelled into ’women’s
professions’; while on the other hand, men with their higher
pray and because of the experience gained 1in industrial
employment, were able to accumulate capital for investment in
large-scale trade and other forms of economic enterprises,
Several studies have reported that female trading today, -
appears to be threatened by male commercial activities. The
pre-existing division whereby women traded in low-profit
subsistence items and men in luxury goods became a major
stumbling block to accumulating enough wealth for improved

trade. Robertson57

reported that women in Accra, Ghana, were
driven out of 1long distance trade into local trade with

decreasing effect on their profits, Other problems identified

58Quinn, N., Anthropological studies on women’s status, Annual
Review of Anthropology, 6, 1977, 181-225p.

§7

Robertson, C. C., Ga women and socio-economic change in
Accra, Ghana, in Hafkin, N. J. and Bay, Edna G. (eds), African
Women in changing perspectives, Stanford, Stanford University

Press, 1976, 111-133p.
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by Wachtel58 included the desire of male-dominated companies
and marketing boards to deal exclusively with men; and women'’s
inability to raise collateral for loans because they lacked
access to property ownership.

The issue of women’s proletarianization has been a new
dimension in feminist literature. According to Hudsonm, the
transition to capitalism in Europe led to a far greater degree
of dependence of women on men within the household. Also,
capitalism constructed a wage laBour system in which the
relationship of women to the class structure was mediated via
the dependenée on male wage level. According to Afshar60
patriarchy and capitalism relate in a special way offering
African women not much of a choice as they continue to combine
familial roles with work outside the home; and as they become
wage labourers carrying a tag of social inferiority which
prevents them from gaining a living wage. Bryceson61 placed
proletarianization at the centre of the contradiction between

capitalist relations of production and human reproduction.

She argued that while female proletarianization can free women

58Wachtel, E., A farm of one’s own: the rural orientation of
women’s group enterprises in Nakuru, Kenya, Rural Africana 29,
1976, 69-80p.

59Hudson, K., The place of women in society, London, Ginn,
1970.

60Afshar, H. (ed), Women, work and ideology in the Third World,
London, Tavistock publications, 1985.

61Bryceson, D. F., Women’s Proletarianization and the family
wage in Tanzania, in Afshar, H. (ed), Women, work and ideology in
the Third World, London, Tavistock publications, 1985, 128-152p.
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from male control, the family wage does the opposite, by

60 therefore noted that

making women dependent on men.. Afshar
unless the'social relations of gender as a wholeland those
within marriage in particular undergo a fundamental change,
Third World women may be facing an impossible choice between
home and work.

The theoretical questions raised by the nature of African
women proletarianization has therefore made feminist writers
to seek the root of African women subordination beyond
capitalism. Patriarchy is perceived as an enduring structure
which co-exists with capitalism and which actively shapes the
influence of capitalism on gender roles. In
Meillassoux’sﬁz,03 anthropological writings, he identified
the lineage mode as a unique mode for Africa, with stratified
patriarchal structure in'which male elders controlled the
labour of all women and of Jjunior males. He stated that
because senior men controlled ritual and customary marriage
law, they have been able to control not only the labour of
their wives, but have been able to acquire material wealth
through bridewealth received on married daughters. Although

Meillassoux has been criticized for lumping together pre-

capitalist African societies under a single mode (the lineage

62Meillassoux, C., From production to reproduction: a marxist

approach to economic anthropology, Economy and Society, 1, 1972,
93-105p. _

63Meillassoux, C., Femmes, greners et capitaux (Paris, Maspero,

1975), reviewed by O’Laughlin, B., Critique of Anthropology, 2(8),
Spring 1977, 3-32p.
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mode of production) and for assuming that the entire pre-

capitalist African society was inegalitarian, many of his

assumptions have influenced African writers. For example,
Afbnja“, found that despite the interdependence of men and
women within complementary structures, age and sex

differentiation resulted in differential power and autonomy.
Afonja et _lﬁg noted that when confronted with capitalism,
elements of patriarchy give way while others are reinforced to
the disadvantage of women, particularly those dimensions which
help men to retain power and prestige.over women are re-
emphasized to ensure continuity of male dominance. To fully
incorporate the inter-relatedness of the concepts (patriarchy
and capitalism), many writers have based such historical
analysis within the contenf of political economy model, a
model which has not only incorporated both the external
(colonial interférence) and internal (institutional) factors
of change, but has also subsumed the issue of female wage
labour marginality within a global economic politics.
Strobel53 suggested that new social science research on
African women should incorporate the valuable insights of
explaining the conditions of African women using a nationalist
perspective. That is, insights which represent African and

FEuropean cultures as interacting with one another, and present

women not merely as victims or pawns, but also as conscious

64Afonja, S., Changing modes of production and the sexual
division of labour among the Yoruba, signs, 7(2), 1981, 299-313p.
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i also noted that feminist

f actors in their own stead.  Stamp
political economy demonstrates the centrality of gender
relations of production in both precapitalist and capitalist
socleties. Stamp identified that the failure of Western
feminists in explaining Third World gender relations was
principally because of the inappropriateness of western class
categories and western economic conceptions which presented
nothing but ’Western truths’ about the nature of society
{including gender relations). |

Although modernization theory and marxism contain
important insights, neither adequately explains the complex
reality of women’s work in developing societies. While
Marxist feminist theory offers a more realistic appraisal of
the structural conditions that constrain women’s employment
options, it fails to shed light on the social psychological
dynamics underlying women’s occupational choices.
Modernisation theory too neglects individual volition, and
glosses over the roie of gender stratification in maintaining
women’s inequality within the home and in the labour force.

Tiano”

argued for a synthetic theory integrating propositions
from the developmentalist variant of modernization theory into
the Marxist feminist framework to increase our understanding

of women’s work roles in developing nations. To fully

incorporate both macro and micro-level structures, the present

85Sta.mp, P., Technology, gender, and power in Africa, Technical
Study 63e, Ottawa, IDRC, 1989.
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study however reflects the structure of the Nigerian political
economy, cultural variations, male and female cognitive
representations of reality, and the actors definition of the
situation. This becomes possible only b& extending the
boundaries of traditional political economy to include gender
analysis. And with relevance to the present study, to
adequately explain women’s labour force ©participation,
reference has to be made to both 'supply’ and ’demand’
factors. The extent to which this has been done within the
labour market processes is given in the next sub-section,
focusing on both macro and micro-level analyses of the labour

market.

2.2 Women and the labour market

a. Some Historical Perspectives:

This historical and contemporary analysis of women’s
labour force participation show that women’s'inferior economic
pésition is global., Though the United Nations Decade for
women has come and gone, sex inequalities still pervade the
world. According to Anker et gl.“, evidences frqm
industrialized countries show that despite women’s increased
participation in paid employment and equal pay legislation,

women’s average earnings continue to be substantially less

66Anker, R. and Hein, C. (eds), Sex inequalities in urban
employment in the Third World, London, Macmillan Press, 1986,
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than men’s. Anker et al. stated that the women’s monthly
earnings as a percentage of men’s amounted to 60.2 percent in
the United States in 1976; 66.4 pércent in France in the
period 1973 - 77; and 69.4 percent in Czechoslovakia in 1977,
Employment structures are found to Be important

contributors to these differentialsm; and in practical terms

is explained as "different pay for different work"“. The
marginalization of women within the new capitalist mode of
production has been explained as the inability of the
capitaliét economy to employ all potential workers and the
need for a reserve army of labour as both a necessary product
of the accumulation process and a necessary condition for the
existence of the capitalist systemw. According to Leacock“,
women’s position within the new capitalist mode is not so much
based on family demands as commonly conceived, for the family
structure itself is based on the marginalization of women that
is essential to capitalism. Thus, rather than draw women into
production, under capitalism, the formerly productive

functions of family units are taken over by factory

organization, while women are pushed out of public production.

67Pfeffer, J. and Ross, J., Gender-based wage differences: the

effects of organizational context, Work and Occupations 17(1),
February, 1990, 55-78p.

68Leacock, E. B., Women’s Status in egalitarian socilety:

Implications for social evolution, Current Anthropology, 19(2),

1978.
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Saffioti69 also observed that women appear to be an impediment
to social development, when in fact it was society which
placed obstacles in the way of womeﬁ’s social integration.

As a premise to this discussion, it is assumed that in
order to understand women’s currenf participation and status
in the labour force, it is necessary to look at social,
economic and demographic factors which have shaped women’s
labour force pattérns throughout history. It is also
necessary to note the impact of war, economic depression and
technological revolution on same. A historical overview
therefore enriches our wunderstanding of the interplay of
social, econcomic and political factors in shaping women’s
status/roles.,

Before the changes brought about by the emergence of
industrial capitalism in.the West, all the members of most
households had to work, Whether +they were engaged in
agricultural labour, or cottage industry, such as weaving or
spinning, none but the very youngest children were exempted
from making contribution to the economic survival of the

family. Bilton et al.'

observed that when families were
forced to take factory employment because other forms of

livelihood were curtailed, often the entire family of mother,

69Saffioti, H. I. B., Women in class society (translated form
the Portuguese by Michael Vale), New York, Monthly Review Press,
1978,

70Bilton, T., et al., Introductory sociology: Contemporary
social theory, London, Macmillan Education Ltd., 1985, 321-374p.



-41-
children and father entered the factory together. The notian
that only men should support the family was not only
impracticable (as their earnings were often not sufficient)
but also involved an unwelcome precedent. In pre-industrial
Britain, agriculture and textiles were the main industries,
and women were 1indispensable to both. Oakley71 noted that
in the production of cloth, the husband did the weaving while
the wife spun and dyed the yarn. Also, on the farm, women
were directly in charge of dairy produce. Unmarried children
too, took charge of cooking, cleaning, washing, mending.and
child care. This is to say that the housewife role whiéh
meant the domesticity of women and’their economic dependence
on men was. not in existence at the time. With the growth of
industrialization, the factory steadily replaced the family as
the- unit of production, and with subsequent effects on the

role of women. Oakley71

identified the following as the
effects of industrialization on women’'s role -
i, the separation of men from the daily routines of
domestic life;
ii. the economic dependence of women and children on
men;
1iii. the isolation of housework and childcare from other
worlk.

The housewife-mother role as primary role for women is

therefore the product of the ‘twentieth—century British

r“’Oakley, A., Housewife, London, Allen Lane, 1974,
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society. Victorian ideology (which confined women to the
private world of the home); the banning of child labour and
restrictions on the employment of women helped to
institutionalize housewife-mother role as the primary role for
women, |

In pre-industrial American colonial period, work was also
closely linked with home and family life. The family was the
primary economic unit with family members dependent on Qne
another for basic sustenance. Men performed the agricultural
work while women manufactured all articles used in daily life,
in the homestead. The American colonial home was also a
centre of production. Flexner72 found that the women engaged
in spinning and weaving, making lace, soap, candles, and
shoes. Women’s work was highly valued, while the colonies
relied on the production of "cottage industries". Colonial
American women were engaged in work outside the home, and
sometimes engaged in many of the occupations practiced by men.
Dexter73 noted that these women worked outside the home as
innkeepers, shopkeepers, crafts workers, nurses, printers,

14

teachers, and landholders. Chafe ' wrote that more than 30

women in the city of Boston were granted official permission

72Flexner, E., Century of struggle, Cambridge, Belknap Press,

Harvard University, 1959.

73Dexter, E. A., Colonial women of affairs: a study of women

in business and the professions in America before 1776, Boston,
Houghton Mifflin, 1924.

74Chafe, W., Women and equality: changing patterns in American

Culture, New York, Oxford University Press, 1977.
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to saw lumber and manufacture potash. Fox and Hesse—Biber75
wrote that while some historians said the colonial period was
a, “golden age of equality" for women, others argued that
colonial times were characterized by a strict and simple
division of labour between men and women which assigned them
ﬁo fields and house, or to the public and private spheres
respectively. In spite of social relatiénship between men and
women in the pre-capitalist social formation, as long as the
family remained the unit of production, the economic role of
women and children was fundamental to its existence.
However, in the course of the 19th century, many children
and married women were gradually excluded from factory labour.
As women took refuge in the home, they still continued to
contribute to family income by engaging in home-based industry
such as laundry, sewing, making buttons and lace. Many
middle-class women similarly worked in the family business,
ran small lodging houses, or acted as governesses, Or nurses
to the children of the well-to-do. Land76 remarked that much
of the labour of these women was simply rendered invisible to
official eyes by the practice of collecting census data in
such a way that only the labour of male members of a household
was classified as "employment" or "economic activity".

The first and the second world wars brought unprecedented

Pub.

75Fox, M. F. and Hesse-Biber, Women at work, Mayfield, Mayfield
Co., 1984,

76Land, H., The myth of the male breadwinner, New Socilety,

October, 1975,
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changes in people’s lives. During both wars, in the absence
of male labour to run munitions factories and steel works,
public services and engineering firms, notions of a "woman’s
place" were temporarily swept aside. Women were encouraged to
enter these industries in a great number. To make it easier
for women with family obligations to take up a job during the
second world war, nurseries and creches were provided by the
government. As soon as the wars ended, in spite of evidence
that majority of newly employved women wished to keep their
jobs, these facilities were largely withdrawn. Women were
encouraged to return home "where they belonged". This, for
example, shows that the "male breadwinner/female homemaker"
dichotomy is man-made, land never explains the underlying
factor of traditional division of labour between women and
men. Rather, it obscures a complex reality, and Jjustifies
particular patterns of exploitation of women.

By 19608, during a period of économic expaﬁsion, women
were again acknowledged by industry and by the state as a
large reservoir of effort and talent, but by then women had
already begun to re-assert their right to jobs and careers.
'However, women'’s rapidly increasing presence in industry énd
commerce did not mean the dismantling of the gender hierarchy
which had been reinforced by the earlier arrangement which
denied women independent sources of income. Rather, some of
the privileges accorded to men within patriarchal family

structures were reproduced, with modifications, in the
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relationships of women to men in the work-place.

Saffioti®

argued that men tend to see women as
competitors on the labour market and thus fail to see that
women’s situation, as well as their own, are determined by the
broadef historical reality of which both are a part. Men afe
mystified by the prestige they enjoy if they receive enough
wages for their labour to permit them to keep their wives away
from productive employment, unaware that unemployed woman may
constitute a threat to their own jobs. 1In fact, men, lack an
overall perspective on society, and tend to mistakenly see
female labour as the cause of male unemployment. Many
antagonisms were recorded therefore against female employment
in many countries. During the last half of the nineteenth
century, French workers in the graphic arts industry went on
strike every time a woman was hired by a printing shop. Women
were seen as '"keeper of the.hearth" and were supposed to stay
at home where they belong.

In the United States of America, much of the work in
which women are engaged today was not open to them prior to
the Civil War. Stevenson77 noted that the influx of women
into teaching, government offices, nursing, and sales work
date from the civil Qar. Also, in the course of.involvement
in World War II, women’s labour force participation rates rose

from 27 percent to 38 percent. By 1943, efforts made to

”Stevenson, M. H., Determinants of 1low wages for women
workers, New York, Praeger, 1984.
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induce married women into the labour force included offering
flexible hours, part—time work, and daycare facilities for
their children. The U.S. government discontinued the
financing of daycare centres in 1946, after the war.
However, the exigencies of war determined the movement of
the female workforce. During World War II, female employment
in England rose to 40 percent of the total workforce. The
proportion of women in the labour force in the most
industrialized countries has been relatively stable in recent
vyears. In the 1950s, it was 38 percent in Aust{@a, 31 percent
in Great Britain, 25 percent in Italy, 24 perceﬁt in Belgium,
31.2 percent in thé United States, and 33 percent in Francew.
A very important phenomenon in women employment pattern
is the rise in the percentage of married women that are
gainfuily émployed. In Canada, the percentage of married
women in the workforce went from 30 percent in 1950 to 38.6
percent in 1956, and to about 50 percent in 1958. In the
United States, the corresponding figures were 25 percent in
1950 to 31 percent in 1955; in Australia, 19 percent in 1947
to 34 percent in 1954, and in England, 40 percent in 1950 to
49 percent in 1956, The increase of married women in the
labour force in the fifties and sixties was explained by the
fact that women with grown-up children found nothing to do
after their children had left home and returned to their
professions before marriage. Saffioti reported that the

greatest increases in female workforce participation in the
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period 1971-1975 occurred among married women with pre-school
aged children, showing a great demand on family income level.
The fact that most of these women are under 35 years of age,
also showed -a shift in cafeer ambition for women. In the
United States by 1980, almost two-thirds of women with
children between six and eighteen years of age were employed,
and most significantly, half of those women with children
under the age of six were in the labour forcemf
A major feature of the labour markets in these countries
has been sex segregation of occupations. Women are
concentrated in the clerical and service occupations. Women
are mostly found as secretaries, typists, household workers,
book-keepers, elementary school teachers, waitresses,
cashiers, nurses and seamstresses. Occupational segfegation
results in the domination of certain occupations by women and
others by men, leading to "sex-typing" of jobs as either male
or female jobs. Although women are now moving into male-
déminatéd employment categories (for example, the fields of
law, pharmacy, and medicine), these increasés have not been
large. According to Lapidusw, there is a vertical

segregation within given occupations, whereby women are found

converging in the bottom of the ladder, whereas, men still

78U.S. Department of Labour Bureau of Labour Statistics, 1980,
27p.

n Lapidus, G. W., Occupational segregation and public policy:
a comparative analysis of American and Soviet patterns, in Blaxall,
M, and Reagan, B. (eds), Women and the workplace, Chicago,
University of Chicago Press, 1976.
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occupy the high ranks of. the so-called female dominated
occupations. Also, traditional "female" jobs tend to have
limited career prospects (limited promotional opportunities
and with little or no on-the-job training).

The fact that women continue to Jjoin the wage labour
market has nof aided sexual equality as such. For the marxist

feminist Writers“,ﬁg,s0

;, female wage labour in capitalist
society rather than liberate women, has merely helped to
strengthen the capitalist system. Margaret Benston80 argued
that capitalism benefits from a large reserve labour force of
women by helping to keep wages down and profits up.

Marx and Engels predicted +that with the communal

ownership of the forces of production,inAthe socialist states,

sexual equality will be achieved with complete
institutionalization of housework and childcare. Many
studiesgl,sz,83 have shown that the position of women in

socialist societies 1is more equal to that of men, than in
capitalist states. However, most of these studies showed that

within the family, much of women’s traditional under-privilege

80Benston, M., Introduction, in Connelly, P. {(ed), Last hired,
first fired: women and the Canadian work force, Toronto, Women’s
Press, 1978, 1-4p.

81Field, M. G., Workers and mothers: soviet women today, in
Brown, D. R. (ed), Women in the Soviet Union New York, Teachers
College Press, 1968.

82Lane, D., Politics and society in USSR, London, Weidenfeld
and Nicolson, 1970.

B
1976.

Scott, H., Women and socialism, London, Allison and Bushy,
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remains. Lanem, in a survey of a number of studies of family
life in the Soviet'Union, found that within the family life in
the Soviet Union, women are still faced with hard task.
Despite the fact that over half the labour force is female,
women are still primarily responsible for housework and
childcare. Fieldm, found that husbands givé their wives
little assistance around the home, while provisions of nursery
schools and other institutions for childcare in Russia are
available for only a small minority of the infant population.
In the same vein, Scott83 found that in Czechoslovakia in 1968,
the average wage of female workers was . 27.9 percent less than
the average for men. Also, half the employees in the Czech
food industry are female, yet in 1973, only 5 out of the 579
plant directors were women. Scott also found in another
survey of 500 female managers that half of them did all the
housework themselves, Scott stated that socialism alone
cannot produce sexual equality. Equality of both sexes could
only come when the housewife-mother role and other domestic
tasks are taken off the neck of the 'wife’ and are taken over
by the state (that is, transferred to the public sector).

The analysis of women and theif work takes a unigue turn
in the Third World. First, up till now both pre-capitalist
and capitalist formations co—eﬁist. Most of the Third World
countries have mixed-economy comprising of agricultural,
informal, and the formal sectors of occupation. Second, the

Third World countries differ from feudal Europe as they
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journey to full modernization. Several Scholarsﬂ,ﬁg,s4 have
written of the deliberate/planned underdevelopment of the
Third World countries by the core countries of the capitalist
system. The implications of such controlled underdevelopment
has meant triple exploitation of women as a reserve army of
labour,

At the international level, workers (men and women) are
exploited directly by contemporary capitalism. However,
European capitalism depends on migrant labour.from the Third
World countries for cheap labour. Also, multinational
corporations based in core capitalist codntries, now export
industry to peripheral countries, with third world women in
the free export zones mostly used as cheap labour source,
Third, many of the Third World countries have witnessed unique
historical development (colonialism; history of political
instability; moral decadeﬁt; wars; oil and debt crises;
population crises and so on). All these have implications for
womeh’s employment options, coupled with patriarchal ideology
which puts more emphasis on male employment, as men remain the
breadwinners for homes, while the women continue to be
dependent.

The subsequent paragraphs outline the unique changes

which have taken place in Africa and the implications for

women employment options.

84Frank, A. G., Superexploitation in Third World countries, Two
Thirds: A Journal of Development Studies, 1(2).
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In the pre-colonial Africa, farming was the major
occupation with women taking a very active part. The roles of

women in agricultural production in Africa have been variously

documented“,SW Other occupations served as subsidiary to
farming. For example, among the Yoruba of Nigeria, trading

and crafts were predominant. Even though farming was at a
subsistence lével, the 1life of all household members was
organized around it. The lineage was central to individual
social life. Land was acquired through the lineage and there
was no individual 1land ownership wuntil the advent of
commercial agriculture when permanent land tenure developed
because of the growth of tree crops which brought an end to
the tradifional shifting cultivation.

In Africa, work activities of some form both inside and
outside the home have therefore been an integral part of the
life experiences of African women and men, from early
childhood to later adult years. The division of labour was
principally based on sex and age within the compound and on
the family farm. In the subsistence agriculture, labour was
supplied by family members (males and females), in-laws, and
by reliance on mutual aid groups (for example, the esusu
group), and slaves (who were victims of war). Many of the
African women of both agricultural and pastoral traditions
could not be completely supported by their husbands,
especially in polygynous societies, rather, they found

independent ways to support themselves and their children.
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Within these traditional arrangements, some selected women
could own land, hire labour and sell their products while
others could not own land, and needed the permission of their
spouses before they could dispoée of their cropsw.

The contact with the Western world brought with it wage
labour. The early explorers and missionaries, and later
colonial administrators monetized African economy with the
growth of capitalism. The traditional division of labour was
therefore modified by various changes following colonization
and the subsequent setting-up of independent national

governments., Following colonization, the Europeans’ ideas

about the social role of the sexes subsequently affected their

administrative behavior in the colonies. In Nigeria for
example, the Victorian ideology influenced the British
education policy. According to Fapohundaw, the colonial

administrators tilted the acquisition of western education and
the professions in favour of men. Also, because African
women, for a long time lacked access to proper education and
training, they represent a small fraction of the formal sector

of the labour market, where they are concentrated in semi-

skilled jobs as <clerical workers, teachers, nurses and
domestic workers (this was well documented by Obbo%, and
85Obbo, C., African women: their struggle for economic

independence, London, Zed Press, 1980.
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Robertson 1987)°. Fapohunda showed +that because the
British preferred to deal with males,; British import - export
trade became male-dominated, while in countries like Ghana and
Nigeria, the internal trade became the domain of women. Also,
the introduction of cash crops affected the nature and
organizafion of agricultural work. Men were encouraged to
produce cash crops and were given advice and agricultural
extension assistance, while the women were relegated to less
profitable subsistence farming. The change to cash cropping
had implications for women'’s work roles/status and the
intrahousehold dynamics. For example, with cocoa production,
the wives' workload increased, for they combined family
farming with trading and other independent income generating
activitiesm,%, vet women are under—remunerated”. Also,
women’s role as food producers becomes peripheralized by‘the
0

introduction of cash croppingg.

With further economic development in post-colonial

86Robertson., C. C., Women in the urban economy, in Hay, M. J.
and Stichter, S. (eds) African women south of the sahara, London,
Longman, 1987, 33-52p.

87Berry, S., Cocoa, customs and socio-economic change in rural
Western Nigeria, Oxford, Clarendon Press, 1975.

88Aina, 0. I., Relative time allocation between women’s
multiple roles: a case study of Yoruba peasant women in cocoa
production. M. Phil Thesis, Unife, Ile-Ife, 1985.

89Di};on—Mueller, R., Women’s work in Third World agriculture,
Geneva, ILO, 1985,

9OGuyer, J. I., Women 1in the rural economy: contemporary
variations, in Hay, M. J. and Stichter, S. (eds) African women
South of the Sahara, London, Longman, 1987, 19-32p.
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Africa, the population gradually moved from agricultural to
non-agricultural occupations, and at the same time the
population shifted from village to town living“. Economic
development also involved a movement from household
subsistence production towards specialization of activities
outside the household, a process which 1leads to the
enlargement of the money exchange economy. The major catalyst
for change in women’s work roles in Africa has therefore been
the shift from communal/family ownership to individual desire
to accumulate property for self.

A new system of occupational stratification developed
with the growth of the modern sector. Modern sector
occupational status being based on western education creates
a widening of income differentials. As women tend to have
lower education opportunities than men, they become relegated
to low status, low-income occupations. In Nigeria, several
studies have documented low proportion of educated girls/women
compared to boys/men. For example, a survey conducted in 1962
by the Nigerian Association of University Women (NAUW), Ibadan
branch, showed that the educated female population was
generally small, while at the University level the number
increased at a very slow and unsatisfactory rate. The survey
also showed that female students were largely i1in the
§1

Arts/Humanities. Ojo remarked that the rate of female

MOjo, F., Education and manpower in Nigeria, Human Resources
Research Unit, University of Lagos, 1llp.
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participation in Nigeria’s educational system was very low.
He observed that between 1969 aﬁd 1972, female population at
the primary school level was less than 40%, about 34% at
secondary school level, and constantly less than 15% at the

L noted that there has been a

Univérsity level., Agheyisi
steady, though small, increase 1in the number of female
undergraduate students in the recent times, however, wide
fluctuations in the annual growth rates stili showed that
females are in low proportions. Agheyisi opined that 1in
1979/80 when the female population was highest, for every
female undergraduate, there were about six male
undergraduates. Unequal access to education Has meant limited
access of females to occupational opportunities. Thus, men
tend to be. more highly concentrated in the modern sector
occupations which require higher educational qualifications,
offer substantial social status and provide good salaries.
With increased investments in female education, the percentage
of women wage;earners is likely to increase, resulting in a
competition between the éexes fér the limited employment
opportunities. But with women, as with men, paid employment
has become a major route to financial independence, and in a
society in which status and social participation are closely

linked to occupation and earning power, a job is for most men

and women important for social acceptance, involvement and

gzAgheyisi, R. U., The labour market implications of the access
of women to higher education in Nigeria, Conference Proceedings,
Women in Nigeria Today, London, Zed Book Ltd., 1985, ... p.
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respect.

The above has implications for women’s status and roles.
Even though the status of women revolved around their fathers,
husbands, and sons in tge pre-colonial patriarchal Africa,
women subjugation was made more pronounced with the
institution of private property. This has been a much debated
issue, with writers making different theoretical assumptions
about the world of work as a prime factor in deciding African
women'’s status beyond economic sphere.

On a more analytical 1level, the discussions on the
situation of the ’'African women’ have presented different
conceptual frameworks. There is no consensus of opinion among
scholars of 'Women and Development’ as to whether development
in terms of our historical experience of colonialism and
imperialism benefitted women or men in the Third World. The
extent to which capitalist penetration coupled with
patriarchal arrangements have subjugated women in the Third
World has therefore created a conceptual/theoretical debate.
The penetration of capital into the Third World has affected
women in a, complex process of change., Female
proletarianization is placed at the core of.the contradiction
between capitalist relations of 9production and human
reproduction. While it is assumed that female
proletarianization tends to free women from male control, the
family wage does not. Others have argued that while women run

away from a position of subordination to the men they ’love’
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within the home, they end up being subordinated in the market-
place to men they ’hate’. This discussion is taken up at a
theoretical level in the subsequent section, as we look at

some existing perspectives on sex inequality in the labour

market.
b. Explanations of sex segregation/inequality in the labour
market

For a long time, the understanding of the causes of sex
segregation and pay differentiation between men and women in
the labour market has been the domain of economists, In the
majority of cases women have been ignored by industrial
sociologists. Brown1 wrote about the general neglect of
female employees in industrial studies, and argued that
whatever consideration given to them has been very
unsatisfactory. Writers often treat employees as ’unisex’ or
alternatively, only consider women in so far as they are a
’special cafegory of employees who give rise to certain
problem’. The implication of Brown'’s treatment of women is
that we should locate women within a more general sociology in
which the differences between workers are accorded
significance and indeed are its central concern, and explore
variability in orientations to work, alienation, job
satisfaction and collective action. " Barron and vNorriS%

adopted the occupational segregation approach in their study

93Barron, N. and Norris, G., Sexual divisions and the dual
labour market, in Barker, D, L. and Allen, S. (eds) Dependence and
exploitation in work and marriage, London, Longman, 1976, 47-69p.
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of dual labour markets and treated women within the context of
the secondary labour force. Thus many reasons have been
identified for occupétibnal segregation by sex including
economic, to technological and non-technological factors.
Economists argue that women get lower pay for similar work, or
are sometimes discriminated against because -

i, women are less efficient than men in a given job;

ii. they have lower skills, which may be related to

lower investment in human capital (less formal
education and or less on-the-job training);
iii. they have higher turnover rates, and

iv. they are relatively immobile, thus having less

attachment to the labour force than men.

Such explanations which focus on real or imagined
deficiencies of women often assume competitive models of
labour markets. Writers who used the competitive models (that
is, the individual approach and the human capital approach) to
explain gender segregation in the modern labour "markets,
particularly, the economists, assumed that inequalities in the
labour force reflect differences in ability, training and such
other variables that affect one’s productive level such as

educational level, number of years worked, absenteeism and

84

turnover. According to Papola’, these writers assumed that
u Papola, T. S., "Women workers in the formal sector of
Lucknow, India", in R. Anker and C. Hein (eds.) Sex inequalities in

urban employment in the Third World, London, The Macmillan Press
Ltd., 1986 PP 171 - 212.
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performance of womeﬁ in the labour market is negatively
affected by such variables as family responsibilities,
physical strength, hours of work and so on. The assumption is
that workers in conditions of competition are paid the value
of their marginal product, while according to the ’'new home
economics’, families allocate their resources (time and money)
among family members in a rational manner which causes females
to receive less human capital investments when young, while
they stay home to take care of the children when older. Fox

and Hesse—Biber75

argped that women workers are viewed as
lacking in the essential qualities to "make it" in an economic
setting. These deficiencies, they argued, range from women’s
lack of specific job-related credentials such as education,
training, relevant work experience to a variety of presumed
personality deficits such as women’s "fear of success’® or
characteristic submissiveness. Foxworth95 observed that the
common "mistakes" women make on the job éurportedly hamper
women's progress. The emphasis therefore is that the
individual female worker is not well motivated and does not
possess the qualifications or personal attributes necessary
for the pursuit of higher—status and higher-paid employment.

Many studies carried out in Africa contradict the above

assumptions., Peil%, writing on female factory workers in

95Foxworth, J., Wising up: the mistakes women make in business
and how to avoid them, New York, Dell, 1980. -

90Peil, M., The Ghanaian factory worker: industrial man in
Africa, London, Cambridge University Press, 1972.
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Tema, Ghana, found that female factory workers are not less
"stable" than male workers. For example, in Tema, women have
only recently started working in factories, yet the turnover
and absenteeism of female workers appear not to Dbe
significantly high, though they do tend to stay away from work
more frequently than men. Peil found in Accra that there is
no significant difference between the.performance of male gnd
female factory workers. Di Domenico97 found that both sexes
share to a considerable extent the éame norms, values and
perceptions regarding work and income generation, therefore
work is seen in very instrumental terms by both men and women
in her sample.

That ihe soclalization process emphasizes different
‘roles, norms, and values for men and women is another variable
central to the individual approach. It has been argued that
during the socialigzation processes, men and women are taught
to behave in particular culturally prescribed ways. According

% and Weiss—Koff%, the respective

to Parsons and Bales
social responsibilities constitute a division of labour

whereby women assume the role of wife and mother; and men, the

role of provider. Thus, the gender segregation of the labour

97Di Domenico, C. M., Male and female factory workers in
Ibadan, in Oppong, C. (ed) Female and male in West Africa, London,
George Allen and Unwin, 1983, 256-265p.

98Parsons, T. and Bales, R. F. (eds) Family, Socialization and
interaction process, New York, The Free Press, 1955.

99Weiss—Koff, F. B., Women’s place in the labour market,
American Economic Review-Proceedings 62, May 1972, 161-166p.
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market reflects a broader division of labour. The occupations
held predominantly by women are those that reflect the
traditional female nurturing and supportive roles, .such as
childcare, nursing, teaching, and secretarial work. The more
task-oriented and intellectually demanding jobs of doctors,
lawyer, managers, craft workers and so on belong to men.

In Barretwo’

s opinion women seek employment that allows’
them the flexibility to spend time with their families, thus,
preventing them from obtaining +the +training and othef
credentials needed to compete more effectively in the Jjob

11 stated that the

market. On the other hand, Bergmann
demand-side conditions are responsible for the overcrowding of
women in selected occupations. She argued that women, because.
of this restriction, receive lower wages while men who are in
the non-restricted group, receive higher wages. Since the
capital-labour ratio associated with female occupations are
relatively low, women end up having a lower productivity than
men. It is therefore generally assumed that as a result of
socialized attitudes and values, women invest less in their
own "human capital"” whereas men do invest more in their own

human capital (that is, education, training, or Jjob-related

experience) leading to a return on investment. Human capital

100Barret, N. S., Women in the job market: unemployment and
work schedules, in Smith, R. E. (ed) The subtle revolutions: women
at work, 1979, 63-68p.

101Bergmann, B., The effect on white incomes of discrimination
in employment, Journal of Political Economy, 79, March-April 1974,
294-313p.
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theory for example, assumes that discrimination would only
occur if employers pay different wages to persons with the
same stock of human capital. Studies using the human capital
approach have not been able to .account for gender
discrimination outside female-male differences in human
capital, particularly, as considerable wage gap still exists
between men and women of equal education,A training and

experience”. Fox et al.75 rejected using solely the

"individual variables" in explaining women’s inferior economic
position, as this implies that the solution to the problem
lies within the individual. That is, the individual is seen
as the locus of the problem and is therefore the target of

2 said this approach amounts to "blaming the

change. Ryan
victim", and thus, fails to consider the problem within.the
wider context. Emphasis on individual deficits often leads to
focusing on changing the individual, as his characteristics
and deficiencies are perceived as causes of gender
segregation. The structural factors which influence women's
disadvantaged economic situation are often overlooked.

Two major models have been used to argue that structural
rather than individual characteristics are most critical in
determining women’s labour. force position. The models are

i. the Internal Labour Market Approach;

ii. the Dual Labour Market Approach.

The structural approach focuses on basic societal

10.zRyan, W., Blaming the victim, New York, Random House, 1971,
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institutions, that is, the economy, the legal institution and
the family. Their policies and practices - all Jointly
confine women to particular jobs characterized by low wages,
little mobility, and limited prestige. This approach blames
the structure instead of the victim and suggests a different
strategy for improving women’'s labour force status. From a
structural perspective, it appears that even if womenltry to

improve their ’human capital’, they would meet with

resistance, particularly resistance unrelated to
qualifications, but tied instead to women’'s structural

position in the labour market (its hierarchy, its hiring, and
firing practices) largely determines women'’s status in the
labour force.

In explaining organizational behaviour, the structural
perspective focuses on the very factors that the individual
perspective overlooks, which include the characteristics of
" the work-groups, their tasks, and interactions and
relationships as they determine behaviours. By focusing on
the characteristics of work groups, tasks and interactions,
the structural perspective helps us to see women’s‘depressed
position as an organisational rather than simply an individual
problem. Suggested solutions lie not so much in changing
women’s attitudes, beliefs, and assqmptions as in changing the
settings, structure, and composition of the Jjobs and the
institutions in which they work.

The internal labour market approach
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Within\the internal labour marke£, group or categorical
treatment of individuals is the general practice. Sex has
been an important basis for such diffepentiation, particularly
due to employers’ discrimination agaihst women in male
occupations and perceived quality differences between male and

female labour. Consideration is also given to differeg;j&‘ion

“\\
within the group of female workers on the basis of<j) oles
such as education; age and marital status. T‘§§$§ﬁerefore

e

goes beyond the simple dichotomy often made nywebn male and

female labour markets. ‘&féD
Blau and Jusenious103 observed f’%\kﬁ‘%hln an internal
labour market framework, worker’s J _tivity is determined

u‘ \\
partly on the basis of individ.igyﬁharacteristics but more
:;,’:\
importantly as a function oP<U&L~Attr1butes of each worker in
o

combination with the chap '« ) SthS of occupations and firms.

T,

The model suggests thq:\ ‘dnge of equal cost alternatives are

\”\/—’
cpen to the flré“% terms of hiring practices, work
organlzatlon,ﬁpf \Jage policies. For example, the amount of

)

labour turnover:an specific occupational categories or firms
may be seen as the outcome of the personal characteristics of

workers, the wage rate paid, the opportunities offered for

advancement, working conditions, and the quality of
management. This model implies that reallocating individuals
103Blau, F. and Jusenious, C. L., Economists’ approaches to sex

iegregation in the labour market: an appraisal, in Blaxall, M. and
leagan, B. B. (eds) Women and the workplace: the implications of
yccupational segregation, supplement to signs, (1), Chicago,
Iniversity of Chicago Press, 1976.
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from one work environment to another would change their
productivity than their wage rate.

The dual labour market theory
104

Doeringer and Piore identified two distinct sectors

within the labour market which include -

i, the primary sector which consists of€£§§:essional
and managerlal/admlnlstrat1ve Jobs<{yzu51elat1vely
e K
R N
high wages and status, good‘)g»\\7>@? conditions,
7

opportunlty'for advancement,,:\'“'y, and employment

SN
stability; and \f”)

. N .
ii. the secondary sector whlqvfas characterized by low

wages, poor worklr cé?iitions, little chance for

advancément, T K of stability and highly
ORAN

)
personalizeqb\é‘ oyer/employee relations. Jobs in

, €& |
the segf wuy—sector include semi-skilled,
\/?’ .
opera+ «/ﬁonfarm labour, and service work.

\\//' _ v
The two sect ) the labour market are seen as mutually
—
exclu31vr( s workers rarely move from the secondary to the
. J/ 105

primary sector. Standing saw this as ’progressive’ and
*static’ Jjobs respectively. In the primary sector, worker
stability is important for employer, thus, the perceived

higher turnover of women means that they are more likely to be

relegated to secondary Jjobs. This means that even with equal

104Doeringer, P. B. and Piore, M., Internal labour market and
manpower analysis, Lexington, Mass, Health, 19786.

105Standlng, G., Labour force participation and development,
Geneva, ILO, 1978.
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pre-entry qualifications, men are seen as more stable, and
would be more likely than Qomen to be recruited for primary
jobs where their chances for higher wages, training and
promotions would be greater.

Theories of labour market segmentation are generally
considered as refinements of neo-classical theorixc.) 2as they

view +the labour market as stratified or {_ézuwented by

A4

institutional barriers. Wlthln each segmo =w;§be—classical

FOR

principles are still assumed to be rele»CQ”ktb'Thus, the dual

NS
-~ \I(- i
Ne N mportance of entry

5;

4\
\_/

labour market approach stresses +t

N

position into an organization \%f;

determining . future

p0331b111t1es to acquire hume cdf-tal (for example, on-the-

\\\‘\ .
job training and experler‘t ('nd for promotion). It also
assumes that worker <: ﬁheVlour is related to the
characteristics of * ;bs workers hold. Barron and Norris93

<<,f;/
stated that sincﬁ:dﬁbenteeism and turnover tend to be greater

& /»

in low levﬁ“\ﬁ¢uﬂad end jobs, where women tend to be

e
concentrag f*igher turnover and absenteeism among women may

1 )
be explaiﬁ?ﬁyat least partially, by sex differences in the
type of occupation rather than by inherent characteristics of

women. Blau and Juseniousw3

remarked that whi}e the dual
labour market analysis'helps to understand the causes and
consequeﬁces of labour market segmentation, it fails to
explain the further sex segregation which exists in each

sector. It also fails to explain the range of characteristics

of predominantly female jobs, particularly the differentiation
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which occurs within the female sector. The differential
treatment accorded to women and men within the primary sector
(highly developed internal labour markets) is also not well

focused. On the other hand, Scott106

considering the sex .
segregation of occupations within both the primary and
secondary sectors has suggested that sex also needs to be
considered as one of the dimensions on which a labour market
is segmented. The existence of two relatively separated
labour markets for men -and women is seen by some as aﬁ
important determinant of the lower earnings ofA women.
According to Edgeworthw? and Bergmannwl, ﬁo the extent that
women’s occupational Chéices are restricted, and there is an
over-supply of candidates for women’s Jjobs, women can be
considered as ’crowded’ into these occupations.

Labour market segmentation theories have failed to
explain why sex 1is such an important,'variable for 1labour

108 noted that the basic cause is

market segmentation. Arrow
probably outside the econemic realm, and so, it 1is not

surprising that economic variables cannot explain it. Lloyd

106Scott, C. E., Why more women are becoming entrepreneurs,
Journal of Small Business Management, 24(4), October 1986, 37-44p.

IMEdgeworth, F., Equal pay to men and women for equal work,
Economic Journal, 32, December 1922, 431-447p.

108Arrow, K., Economic dimensions of occupational segregation:
Comment I, in Blaxall, M. and Reagan, B. B. (eds) Women and the
workplace: the implications of occupational segregation, supplement
to signs, 1, Chicago, University of Chicago Press.
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109 identified ’prejudices in social mores’ as

and Niemi
responsible for direct market discrimination, and also for
indirect discrimination which occurs in the socialization and
educational processes. Such cultural variables have not been
of central concern in economic theories.

Beyond the above macro descriptions of sex segregation in
the labour market, the existing myths about gender role
relations have also been carried into organizational analysis.
The susequent section of this review thereby identifies the
major assumptions and flaws 1in existing organizational
theories in their attempt to explain work attitudes and

behaviour along gender lines.

2.3, Organizational theories and the issue of women

The origins of modern management theory show first how

"masculinized" and paternalistic the definition of their role

in seeking "one best way" to organize work. The evolving
"spirit of managerialism" was infused with a "masculine
ethic". The managment theories from scientific management

school through human relations and human resources tradition
have implications for the stratification of organizations by

0 and his theory of

sex. For example; Frederick Taylor11
scientific management gave a name and rationale to the concept

of the rational manager who made decisions based on logical,

leloyd, C. B. and Niemi, B. T., The economics of sex
differentials, New York, Columbia University Press, 1979.

1 Taylor, F. Scientific management, New York, Harper and
Row, 1947.
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passionless analysis. Applying the systematic analysis of
science to management, the scientific management school
emphasized such schemes as control of production, routines,
order, logic, planning charts, and cost analysis. The
scientific management philosophy was predicated on the

conception of man as rational being guided lakqé * by an
' =N

Pt

: 27N d .
overriding ambition to improve his personal @&ﬁugue. With
T
this taken as given, the task of the managrw w2~ seen as that
/"“ (
s 4f“*f§9

of designing the most appropriate remunc.

package that would closely and manifrqﬁk‘ lle the workers'® pay

Q:\ A“\}
with individual input. Taylor separ. séd technical ability to

perform a limited task from ogffcive ability to abstract,

plan, and logically unde'Q\\f’vthe whole process, for the

’\‘1 35

Fy of managemet. Taylor therefore

suggested that the m‘ iﬂorkman should be chosen for the work
he is best sultf”*\\x/;

Though W i‘r s basic thesis has not been today adopted
totally, fcztlé;neral ideas still influenced managerial

W
S, s
P

thinking and helped create what has beéome known as classical
administrative theory which operates on the principle -of
establishing in advance of performance, the methods of work
and areas of responsibility for each position in the
structure. The result has been over rationaligation, and
centralization of management control in a hierarchy of line
and staff positions.

7

Kanter' commented that within the early classical school,
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effective management was seen as requiring a tough-minded
approach to problems, analytic abilities to abstract and plan
a capacity to set aside personai emotional consideration in
the interests of tasks accomplishment and a cognitive
superiority in problem solving and decision making. Kanter
observed that these characteristics supposedly belong to men,
while significantly, all managers'at the time were men. When
women tried to enter management jobs, the "masculine ethic"
was invoked as an exclusionary principle.

Also, the human relations model which started in the

1940s under Elton Mayo111

and his colleaques at the Harvard
Business School, discovered the importance for productivity of
primary, informal relations among workers. The Human
Relations School developed the concept of "informal
organization" to include the emotional, non-rational, ‘and
sentimental aspects of human behaviour in organizations, the
ties and loyalties that affected workers, the social relations
that could not be encompassed by the organization chart but
which invariably shaped behaviour.

Importantly, the human relations model assumed that
people were motivated by social as well as economic rewards,
and that their behaviour and attitudes were a function of

group memberships. This model thus emphasized the roles of

participation, communication patterns, and leadership style.in

i Mayo, E., The human problems of an industrial civilization,
New York, Macmillan, 1973, 122p.
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affecting organizational outcomes.

The human relations approach has been criticized for its
failure to challenge the image of the rational manager. ZEarly
human relations analysis supported the concept of managerial
authority and managerial rationality. In Mayo’s view, workers
were controlled by sentiment, eﬁotion, and social instincts,
Manégers were also rational, logical nd able to control their
emotions in the interests of organizational design. Reinhard

Bendix112

observed that a consequence of this perspective was
a simplified version that viewed the successful manager as the
man who could control his emotions, whereas other workers
could not. Bendix wrote about a "leader" as that person
having physical energies and skills and intellectual
abilities, Qision and integrity, and above all, he has
emotional balance and control.

Though Mayo did not accept Taylor’'s techniques, his
conception of managerial or administrativé elite which would
bring about industrial harmony and increased production, had
much in common with Taylor's idea of a manageiral elite.
Although the emphasis is on informal social factors, yet the
organization was still thought to require a rational

controller at its head. Many wr':'Li:er.s?’75

have stated that the
major part of the 20th century, the "masculine ethic" of

rationality dominated the spirit of managerialism and gave the

City,

12 Bendix, R., Max Weber: an intellectual portrait, Garden
New York, Doubleday, 1960
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manager-role it defining image. It told men how to be
successful as men in the new organizational worlds of the 20th

" century.

This image provided a rationale for the place of women
within the management hierarchy. Where women exist at all, it
was in people-handling staff functions such a personnel, where
their emotional frame of mind was more appropriate than in
decision-making functions. Directing women into the
"emotional" end of management means an indirect exclusion from
the centres of power in management for the same reason. For

example, Kanter7

argued that women ¢generally represent the
antithesis of the rational manager, while the few women who
get accepted are those who '"think like a man". Management
roles are therefore defined as a "masculine" pursuit, while
routine office chores are "feminized".

Many writers haye criticized the rationalist assumption

1 stated that

on both scientific and moral ground. Argyris
it is an undesirable model of how orgaﬁizatiops are and ought
to be. Yet, the "rational" thread in management theory has
been persistent.

The mono-causal view of work attitude by the human

relations theorists have been rejected by psycho-sociological

theorists who argued for a multi-dimensionality of human

By Argyris, C., Some 1limits of rational man organization
theory, Public Administration Review, May-June 1973, 253 - 269p.
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persoﬁality’ needs“gjlﬂlw,lw.

The mechanistic arrangement
of the classical and neo-classical schools could not explain
women-organization relationship as the primacy of the mother-
housewife role reigned supreme for women. The subseqqent
refinements of the structural model by the socio-technical
system categories leaves out the individual model.

However, as offshoots of the existing partriarchal,
hierarchical and elitist assumptions of traditional theories
of sexual dimorphism about organization life, two major models
have emerged. These models are the "job model" and the
"gender model"”. The basic assumptions of these models and the

feminist critique of the models are presented below.

Job model versus gender model

Following sex segregation in the labour market, the
actual study of work has proceeded along sex-differentiated
lines. Feldberg and Glenn5 argued that separate models for
men’s and women’s relationship to employment are a logical
outcome of the sexual division of labour characteristic of the
middle period of industrial capitalism, a period when sexual
division of labour became more rigid as women were forced to

withdraw from production and to devote their attention to

»

L Maslow, A. H., Motivation and personalify, New York, Harper
and Row, 1954,

115 Herzberg, F., Mausner, B. and Synderman, B., The motivation
to work, New York, Wiley, 1959.

116McGregor, D., Leadership and motivation, Cambridge, Mass.,
M,I.T. Press, 1966,
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domestic roles. The result was the creation of two
sociologies of work - the job model for men and the gender
model for women. The job model, like the structural approach,
emphasizes work conditions and a work orientation in
explaining male work behaviour. On the other hand, the gender
model borrowed Dbasic assumptions from +the necclassical
economic approach, and thus emphasized individual vériables.
It used family interests and personal qualities to explain
female work behaviour. This model ignores type of job and
working conditions. Rather women's labour force participation
rates were attributed to variables such as educational level,
marital status, the number and ages of children, husband’s
income and husband’s attitude toward wife'’s employment.

24

According to Laws™, the decision to seek empldyment or

to remain employed, and the choice of occupation are seen as
products of unique ’female’ motivations rather than of the
structure of the local market and other related factors.
Following +the gender model, many studies have tried to
establish relationship between being employed and family life

of married womenHT. Other studies looked at the impact of

118

women’s employment on division of household labour and on

117Hof1’:‘man, L. W. and Nye, F. I. (eds) Working mothers, San
Francisco, Jossey-Bass, 1974.

118Howell, M., Employed mothers and their families, Pediatrics,
52, August 1973, 252-263p. :
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power distribution in the home“g. Subsequently, women‘on—
the-job experience has been a neglected area of study.
Recent studies are now applying the Jjob model to the
study of women at work. This is to correct some of the
distortions created by gender model in the analysis of women
at work; and to re-examine the existing findings about sex
differences in work behaviours, particularly, those which see
men as more ambitious, task'oriented, and work-involved and
women as being more concerned with social relationships at
work., Kanter? looked at the impact of institutional
opportunity structures on women’s evaluations of work and
their aspirations for mobility. She argued that when women
seem to be less motivated or committed, it is probably because
their jobs carry lesé opportunity. By focusing on how people
respond to their position in a structure of opportunity, poser
and numerical distributions of men and women at the upper
reaches, Kanter wrote of the unigque experience of women within
the world of work. Engagement with work {how much ambition,
how much commitment), ways of seeking social recognition, and
amount of risk-taking are all bound ﬁp with opportunity
structure. According to Kanter, those low in opportunity are
unlikely to develop the motivation to improve their situation
and, therefore, a downward cycle of deprivation is set in

motion.

119Blood, R. and Wolfe, D., Husbands and wives, New York, -Free
Press, 1960. ’
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The structure of opportunity in a way helps to define the
ways people perceive themselves and their jobs. Tannenbaum et

81,120

noted the general psychological consequence of
hierarchical organizations when they wrote that "hierarchy, in
American plants at least, represents to many organization
members the path of achievement, while movement along the
hierarchy implies personal success or failure". This is to
say that relative opportunity could account for the ways

people involve themselves in work. Kanter7 wrote:

«v." for those that had it, opportunity

was seductive, and it had self-image
close to career progress. Those in high-
opportunity situations invested

themselves heavily in work and concerned
themselves with learning those things
that would be useful to them on the
journey upward".

Aspirations, work commitment, and a sense of
organizational responsibility could also be aroused by a
dramatic increase in opportunity. Pebple with low ceilings in
their jobs (the pecople at dead ends) relate to work and get
involved with +the organization and with its people, very

differently from high opportunity movers. To cope with a lack

of opportunity, people tend not to put the organization within

their central life focus, rather career is strictly
instrumental. According to BlauneFM1, the worker expresses
120Tannenbaum, A. S., Karcic, B., Rosner, M., Vianello, M., and
Weiser, G., Hierarchy in organizations: an international

comparison, San francisco, Jossey Bass, 1974.

121Blauner, R., Alienation and freedom, Chicago, University of
Chicago Press, 1964,
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this in form of depressed aspirations, low commitment or non-
responsibility. Aspirations are not necessarily low to begin
with,- but they may be lowered as people encounter the
realities of their job situation. Homall122 found that men’s
mean score on an overall measure of motivation is
significantly higher than women’s, and so are thé men’s
objective prospects for advancement. Those with low
opportunity may also be less committed to the organization or

123 argued that a common

to their work in general, Grusky
research finding is that people at the wupper levels of
organizations tentatively tend to be more motivated, involved,
and interested in their.jobs than those at lower levels.

Lipset and Bendix124

reported that studies of blue-collar men
showed the work commitment is low under conditions of low

l35 observed that

opportunity. Thus Mecker and Weitzel 0O’Neil
the occupations available to women have generaily been thoée
with less reward in terms of monef and prestige than those
available to men. Hence Kanter? stated that women seem to be

less motivated or committed principally because their Jjobs

122Homall, G., The motivation to be promoted among non-exempt
employees: an expectancy theory approach, Master’s thesis, Cornell
University, 1974.

1%Grusky, 0., Career mobility and organisational commitment,
Administrative Science Quarterly, 10, 1966, 489-502p.

124Lysset, S. M. and Bendix, R., Social mobility in industrial
society, Berkeley, University of California Press, 1962.
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123 and Selznick126

carry less opportunity. Tom Burns
predicted that people whose opportunity to achieve through
movement along the organisational hierarchy is blocked are
likely to disengage (that is, withdraw from responsibility) or

try to meet needs for recognition through social groups other

than the powerful people upward in the hierarchym\§\‘ch peer

D
groups formed by those low in opportunity tPn%gfurfocus on
groups solidarity and internal group Y?T“é more than

D i
confrontation, while members also redefim<:f ~.cess. According
NN .

to TichYM?, such people build theﬁ*\<&d)status system and

signals of membership and have 1itt%§¢reason to lock for any
other relationships, as th {;e little to be gained.
. : oy ’
Opportunity structures jﬁ\ﬁj\v-haVlour in a way that people
g \
set on high-mobility t:x i"“Q%end to attitudes and values that

ihpel them furthea/ﬁgbz;}sae'track, that is, work commitment,
high aspirationgﬁQRQyﬁéward orientations. Whereas, those on’
low- mobllltV(\J% Ké tend to become indifferent, to give up,
and thus (j;;ove that their initial placement was correct.
They develup low-risk, conservativé attitudes or become

complaining critics. Also, because of the general placement

of women at the lower strata of the opportunity ladder, they

125Burns, T., The reference of conduct in Small groups: Cliques‘
cabal in occupational milieu, Human Relations, 8, 1955, 467-486p.

, 126Selznick, P., Law, society, and industrial Jjustice, New
York,; Russell Sage Foundation, 1969, 38p.

127T:Lchy, N., An analysis of clique formation and structure 1n
organlzatlons, Administrative Science Quarterly, 18, 1973, 194-
207p. .
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tend to develop attitudes and orientations now generally

considered to be characteristics of women as a group.

l_MB

Grinker et (1970) looking at industries employing
about 11 percent of the U.S. work force, found that as the
amount of progression possible . in non-supervisory Jjobs
increased (that is, the number of steps of oppértunity they
contain), the proportion of women decline markedly. Kanter7
found that in the U.S., though women represent nearly half of
2ll non-supervisory workers, they constitute about 64 percent
of workers in the "flattest" jobs (that is, least advancement
in opportunities), and only 5 percent of workers in the

highest opportunity jobs. Marchak129

in a study of Canadian
white-collar workers found that women are clustered in the
jobs with less control, more machine, lower incomes, less job
security, and less chance to be promoted into ménagement.
Shepard130 in his study of office and factory workers showed

that women are more likely to exhibit "

normlessness", that is,
a perception that ability has little to do with getting ahead.

Two sociological studies have brought an ironic twist to

the popular picture of women as being less intrinsically work-

Grinker, W. J., Cooke, D. D. and Kirsch, A. W., Climbing the
job ladder: a study of employee advancement in eleven industries,
New York, Shelley and Co., 1970

129Marchak, P., Women workers and white collar unions, Canadian
Review of Sociology and Anthropology, 10, 1973, 134-147p.

13[)Shepard, J., Automation and alienation: a study of office
and factory workers, Cambridge, Mass., M. I. T. Press, 1971, 34p.



-80-
oriented, than men,. The first, Dubinml, using a sample of
men, demonstrated that work is not a "central life interest"”
of factory workers while the second, Orzackmz, showed that
work is a central life interest of professionals by studying
all-women sample of nurses. Ironically, these women exhibit
job satisfaction but not necessarily personal friendships at
work. Also, women are said to be more committed than men at
upper levels especially after working hard to overcome
barriers. This is to say that efforts help to build
commitment”3. Men with low opportunity look more like the
stereotype of women in their orientation toward work, as
research on blue-collar men has shown. Also, this limits
men’s aspirations, while they also seek satisfaction in
activities outside of work, dream of escape, interrupt their
careers, emphasize leisure and consumption, and create
sociable peer groups in which interpersonal relationships take
precedence over other aspects of workw%

Apart from promotion opportunity structures, Kahter7

argued that the attitudes and behaviocurs of male and female

13unb:’Ln, R., Industrial workers’ worlds, Social Problems, 3,
January 1956, 131-142p.

132Orzack, L. H., Work as a central 1life interest of
professionals, Social Problems 7, Fall 1969.

133Alutto, J. A., Hrebiniak, L. G., and Alonson, R. C., On
operationalising the concept of commitment, Social Forces, 51, June
1973, 448-454p,

134Chinoy, E., Automobile workers and the American dream, New
York, Doubleday, 1955.
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employees are strongly influenced by differences in their
positions in the organization’s power structures and by the

proportion of their co-workers with similar demographic

characteristics. ’'Power’® is a loaded term, as it has multiple
meanings. Power is often distinguished from ‘other related
concepts like - authority, influence, force, and dominance.

Kanter used ’power’ in a sense that distinguishes it from
hierarchical domination. She defined power as the ability to
get things done, to mobilise resources, to get and use
whatever it is that a person needs for the goals he or she is
atfempting to meet. Here, the meaning of power is closer to
"mastery" or "autbnomy" than to domination or control over
others, The powerful in this sense, are the ones who have
access to tools for action. An individual’s power and social
position flow predominaﬁtly from his/her position in an
economic organization, be it largé or small, public or

privatemﬁ. Wolf and 1‘*‘1'1;=:>;stein"‘)1

noted that +the essential
feature of power in organizations is the ability to control
resources, capital, people’s work, and things. Indeed, for
most people, being "higher up" means precisely the ability to
control one’s work and the work process of others. Women in
large hierarchical organizations are especially often caught

in the cycles of powerlessness. There 1s considerable

evidence for a general culture attitude that men make better

135Dahrendorf, F., Class and Class conflict in industrial
society, London, Routledge and Kegan Paul, 1957.
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leaders. In fact recent researches have shown that women are
much less likely than men to be in position of authority, eveh
when they have the same level of education and occupational
status”ﬁ. For the few women bosses in the wpositions of
authority, a long list of negative characteristics have been
attributed to them by those who do not want them. Laird et

l.B?

concluded that women make poor supervisors in
factories, offices and even at home becguse of their tendency
to "henpeck" and become too bossy. Burleigh Gardner”g, a
human relations expert, writing during the war, when women
entered formerly closed jobs, found similar complaints by both
men and women about women bosses, although he felt that the
system forces women into position where they are likely to
fail. The American National Manpower Councils’ report on

"Womenpower" in the 19505

concluded that women supervisors
are said to be more demanding and controlling of subordinates,
as well as guilty of partiality and discrimination.

Comparing men and women supposedly in the same position,

Kanter7argued that what looks like sex differences may really

136Grimm, J. and Stern, R., Sex roles and semi-professions,
Social Problems, 21, 1974, 690-705p.

137Laird, D. A, and Laird, E. C., The psychology of supervising
the working woman, New York, McGraw-Hill, 1942.

138Gardner, B. B., Human relations in industry, Chicago,
Richard D. Irwin, 1945.

139 The American National Manpower Councils’ Report on
"Womenpower" in the 1950’s, Washington, D.C., Government Printing
Office, 1957, :
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be power differences, traced directly to differences 1in
organizational power of the men and women leaders, especially
when women have more 1imited aspirations, they tend to be much
less mobile and much more powerless, The tendency is for the
powerless to be handicapped in leadership. Most women bosses
are found in tightly supervised and rules-conscious
hierarchies and concern with detail. For example, government
agencies where more women managers are found than in private
business, epitomize bureaucracy in civil service structure,
endless red tape, and concern with rules and regulations,
They therefore perpetuate the style downward, as they learn
bossiness as leadership style from their own role models. In
corporations where women managers are few, and represent
- tokens, women are watched more closely, SO that again the
restriction of thelr own jatitude of conduct may be
transmitted to subordinates. Also, as women managers are
likely to manage relatively powerless subordinates (clerical
workers, women factory workers, low level personnel among
others), these powerless subordinates may take out their own
frustration in resistance to their managers, provoking them to
adapt more coercive styles. Kanter therefore argued that
without the minor deviations from the rules that in fact make
the system work and without enoggh knowledge and faith in
outcomes to loosen control, women managers may be prone té be
too directive, controlling and details—oriented.

Women'’s numerical inferiority has pushed them to a status
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of ’tokenism’. Tokenism, like low opportunity and low power,
set in motion self-perpetuating cycles that served to
reinforce the low numbers of women and, in the absence of
external intervention to keep women in the position of token.

Hughes“o

identified series of organisational, social and
personal ambivalence surrounding people in token situations.
Even when tokens succeed in work performance, Hughes argued,
the burdens carried by tokens in the management of social
relations take their toll in psychological stress.

More serious physical and mental stress has been found to
be associated with status incongruities and from roles

k“l. The best coping strategy has been

pressures at wor
found to have some 1internal repercussions, ranging from
inhibition of self-expression to feelings of inadequacy and

perhaps, self hatred“?

Tp the extent that tokens accept
their exceptional status, dissociate themselves from others of
their category, and turn against them, tokens may be denying
parts of themselves and engaging in self-hatred, thus
producing 1inner tension. According to Kanter, number

balancing might become a- worthwhile goal, for inside the

organization, relative number can play a large part in further

140Hughes, E., Dilemmas and contradictions of status, American
Journal of Sociology 50, March 1944, 353-359p.

141Lenski, G. H., Status crystallization: a non-vertical
dimension of social status, American Sociological Review, 19, 1954,

142Jourérd,- S. M., The transparent self: self-disclosure and
well-being, Princeton, D. Van Nostrand, 1964.
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outcomes, from work effectivenéss and promotion prospects to
psyvchic stress.,

The basic flaws in "job" and "gender" models analyses
have led feminist scholars to develop what is now called the
"integrated model" (exemplified in the.works of Feldberg and

5) '

Glenn''. The basic assumptions of the integrated model are

presented in the subsequent paragraphs.

The Integrated Model:

) noted that while researchers who used

Feldberg and Glenn
the job model recognized the inappropriateness of gender model
for analyzing the situations of women at work, they tend to
take the shortcomings of the job model for granﬁed. Perhaps
they assumed that whatever model has been used to study men
must be valid for all workers. It was argued that this is a
reflection of the tendency to use men as the standard to
define normal human behaviour.

The job-gender paradigm assumes homogeneity among members
of each sex. Variations and differences among members of each
sexX are ignéréd, while macro-structural variables are left
unexplained. The job-gender paradigm defines job conditions
as problematic for men and domestic roles as problematic for
women. Research endeavour thus tends to focus on strains for
women and their families resulting from women having two jobs,
while the impact of conditions of women’s employment in

gspecific jobs are left unstudied. Meanwhile, domestic work is

treated as 'non-work’ while paid employment is identified as
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the only form of real work.

Feldberg et al. argued for an integrated model which
takes into account interaction between job and gender factors.
To understand women’s responses to paid work, we need to have
a clearer and precise picture of their work, including hours
and pace of work, extent of rationalization, kinds of skills,
and types of work standards. Feldberg and Glenn stated that
the behaviour of men cannot bé understood only by examining
work as the primary independent variable and the behaviour of.
women cannot be understood only by using personal and non-work
factors as primary independent variables. Both personal and
work variables affect work attitudes and behaviour. Reeves

and Darville143

found that this integrated model is a more
meaningful model to use both for work positions that are
stereotyped and not stereotyped by sex. To locate work that
people do within the context of their total lives, we need a
new paradigm that extends beyond the integrated model, that
is, a model which incorporates macro-level analysis with the
integrated model of Felberg and Glenn. The integrated model
ignored cultural and ideological issues. In order to come up
with appropriate paradigm in the study 6f gender differences
at work, due considerations need be given detailed analysis of

both formal structures, and informal proceéses.

Policies and practices of any organization which create

143Reeves, J. B. and Darville, R., female clerical workers in
academic settings: an empirical test of gender model, Sociological
Inquiry, 56(1), Winter 1986, 105-124p.
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and maintain gender difference in work behaviour and attitude
are often the direct result of ideolegical and cultural
values. Thus, a better opportunity structure and a higher
level of education might not bring equality between the sexes
with a local norm enforcing female seclusion in order to limit
women interaction with unrelated males. The effects of such
norms are especially strong in countries with Hindu and Muslim
culﬁures“4. In such countries, the modern sector-jobs
considered appropriate for women are limited. Also, in
patriarchal societies where the responsibility of-the wife is
first to the husband and children, macrosocial structures
(that is, the economy, the legal institution, the family), and
their policies and'practices jointly confine women to jobs
characterized by low wages, little mobility, and limited
prestige. It therefore appears that even if women try to
improve their ’human capitai’ and are found in high-mobility
tracks; they would still meet with resistance, particularly,
resistance unrelated to their qualifica£ions but tied to the
mirror-image of women possessed by the society. For example,
protective legislation is being increasingly questioned, since
it is seen as a mixed blessing. Though it provides for what
are believed to be socially desirable objectives, it can also
be seen as "protectionist" and a form of discrimination

against women, since it limits women’s employment

1“Schildkrout, E., Dependence and economic activities of
secluded Hausa women in Kano, in Oppong, C. (ed) Female and Male in
West Africa, London, George Allen and Unwin, 1983, 107-126p.
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opportunities and raises the relative cost of women workers.

5 argued that the inability of women to work night

Armstrong14
shift can explain at least partially, why men tend to be
preferred in capital—intensive industries where equipment must
be used continuously in order to be profitable. Feminist
theorists therefore see women subordination in the labour
market and in the home as part of an overall social system in

146 traced the

which women are subordinate to men. Hartmann
impact on women of the Industrial Revolution in England and
argued that male trade unions played a role in restricting
employment opportunities for women who, being paid lower
wages, were a threat to men’s Jjobs. Low wages kept women
dependent on men and Jjustified their performing domestic
chores for men, which in turn weakened women'’s position in the
labour market, thus releasing men for better and more stable
Jjobs.

Contributing to the ongoing debate on gender analysis in
work organisations, the present study argues that the
integrated model cannot sufficiently account for the everyday
life experiences of women which have been neglected by

traditional theories. This is because the integrated model

has failed to incorporate systemic varisbles, that is, the

145Armstrong, P., Labour pains: Women’s work in «crisis,
Toronto, The Women’s Press, 1984.

146Hartmann, H., Capitalism, patriarchy and job segregation by
sex, in Blaxall, M. and Reagan, B. B. (eds) Women and the
workplace, Chicago, University of Chicago Press, 1976.
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values and ideologies behind individual behaviour andl
perception of gender roles: To incorporate individuai
attributes, organisational and societal influences, the

present study uses the "gender-organization-system" approach
as a central explanatory schema. The choice of the Weberian
tradition of the social action perspective and Dnm&4 imian

objective social reality, earlier exemplified ‘4§;“37work of

O
Peter Bergerm, helps wus to go beyond

f;?\

understanding, to identifying conflict in»m\ﬁ;:mb live between

’,Erpretative

S

meaning systems inherited from the cu”%é”i»and those that are

£

experientially acquired. This theorq%;&al'stance is given a
fuller description in chapter‘ Hré?.

At this point, we lookf% kz%zen’s‘adaptive attitudes and
behaviour to occupatior<i;L;hdition§ at a ?ather empirical
level, This is pr?;F‘&ig)in the last section of the review,
2.4. Women’s adapfwiéie%tltudes and behaviour to occupational

condltlor’§3\J»

Paid ‘z'éﬁvment is part of the lives of a large and ever-

J

increasing T™oportion of women, yet we know very little about

how women’s work conditions affect their general work
attitudes .and behaviour and how these cultivated attitudes in
turn affect theip conditions of work. Here} we document
existing literature which has tried to examine how day-to-day
job experiences are related to women’s work values, job
satisfaction, commitment and disenchantment or alienating

tendencies.
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The concept of "work value" is used as a dimension of the
general concept of "value" to mean the conception of what is

desirable that individuals hold with respect to their work

147

activity . The term "work values" also corresponds with
what Kohn148 called "judgement about work" or "work
orientations". Work values reflect the individuals’ awareness

of the condition he seeks from the work situation, and they
regulate his actions in pufsdit of that condition. They thus
refer to general attitudes regarding the meaning that -an
individual attaches to the work fole as distinguished from his

Mg.v "Work values" ig

satisfaction, with that role
distinguished from expectation, which denotes one’s beliefs
about what will occur in the future. What is wvalued may or
may not correspond to what is expected. Values are also
distinguished from needs, which refer +to the objective
requirements of an organism’s well-being. Although the two
concepts are cldsely related since individuals may value those
factors associated .with a Jjob thch satisfy their needs.

Sometimes, values may be irrational, and whether or not one’s

values correspond to one's needs, it is one’s values which

147Williams, R. Jr., The concept of wvalues, in Sills, D. ﬂ.
(ed) International Encyclopedia of +the Social Sciences, 16,
Crowell, Colheir and Macmillan, 1968, 283:287p.

148Kohn, M. L., Class and conformity: a study in 'values,
Homewood, Ill., Dorsey, 1969.

149Kallenberg, A, L., Work values and job rewards: a theory of
job satisfaction, American Sociological Review, 42, February 1977,
124-143p.
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regulate one’s actions and determine one’'s emotional
responses. |

The aspects of work that afe valued constitute potential
sources of rewards to the worker. Given that characteristics
associated with jobs are determined relatively independently
of individuals, the distribution of work values at a given
point in time may not be assumed to match the distribution of
opportunities for the satisfaction of these values. To
understand the variation in workers’ job satisfaction, it is
important to consider not only the wvalues thaﬁ individuals
have toward work but the types of rewards that are available
as well,

Kalleberg149 identified two types of factors underlying
the variation in job satisfaction which are:

i. perceived Jjob characteristic, which represent the
amount of satisfaction available from particular
dimensions of work; and

ii. work wvalues, which represent the meanings that
individuals attach to these perceived job
characteristics.

The satisfaction an individual obtains from a job is therefore
a function not only of the objective properties of that job
but also of the motives of the individual, a view which was

first suggested by Morsewo, later developed by Goldthorpe et

150Morse, N. C., Satisfaction in the White collar job, Ann
Arbor, Survey Research Centre, 1953,
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al ",

Positive correlations have been reported between various
measures of éommitment and Jjob condition, particularly
promotion opportunitywz. Workers with low chances - for

advancement may become more cynical153 and less likely to

endorse management objectivesw4. Penings“b

reported that
chances for promotion are associated with preference for
intrinsic rather than extrinsic job rewards.

Not until recently have sociologists devoted - some
attention to analyzing promotions in work organizationsw5.
Promotions have important implication for employees and for
organization. For employees, promotions are a primary means

104 156

of mobility . Studies of organization often show

advancement opportunity as one of the most highly valued Jjob

151Goldthorpe, J. H., Lockwood, D., Bechofer, F. and Platt, J.,
The affluent workers: industrial attitudes and behavior, London,
Cambridge University Press, 1968,

152Wright, J. D. and Hamilton, R. F., Work satisfaction and
age: some evidence for the Jjob change hypothesis, Social forces,
56, 1978, 1140-1158p.

15?'Gemmill, G. and DaSalvia, D., The prdmotion_ beliefs of
manager as a factor in career progress: an exploratory study, Sloan
Management Review 18, 1977, 75-81p.

154Pennings, J. M., Work-value systems of white collar workers,
Administrative Science Quarterly 15, 1970, 397-405p.

155Rosenbaum, J. E., Organisational career mobility: promotion
chances in a corporation during periods of growth and contraction,
American Journal of Sociology 85, 1979, 21-48p.

156Markham, W, T., South, S. J., Bonjean, C. M, and Corder-
Bolz, J., Gender and Opportunity in the federal bureaucracy,
American Journal of Sociology 91(1), 1985, 129-150
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facets, especially for white~collar workers. Also,
organizations - use promotions to motivate and control
employeeswz. Promoted employees have been shown to develop
greater commitment and are less cynical, more 1likely to
endorse management objectives aﬁd more satisfiedwg.
Organizational climate and effectiveness thus depend on
whether those promoted seek primarily  security, personal
aggrandizement, organisational ¢goal attainment, or the
advancement of a cause.

However, little is known éboﬁt the effects of promotion
on employees and organization. Few studies have directly
examined the effects of opportunity on individual or
organizational‘functioning. The few studies that examine such
effects typically examine only a single dependent Variableug.
Kanter’s7study has been one of the major studies that treated
the effects of opportunity in the contexts of a broader
structural theory of organizations and of concerns about the
status of women. Kanter’s discussion suggested that the
adaptation chosen depends on the source of low opportunity and

their availability. For example, an employee might seek

social support from outsiders, co-workers, or both, depending

on the circumstances. Adopting these attitudes and behavior
further reduces promotion chances, and creates a self
157Lawler, E. E., Motivation and personality, Monterey,

California, Brooks/Cole, 1973.

158Katzell, R. A. and Yankelovich, D., Work productivity and

job satisfaction, New York, Psychological Corporation, 1975,
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reinforcing cycle. Since women in organigation typically have
less opportunity, they are more likely to display these
adaptations, many of which come to be stereotypically viewed
as "naturally" female. Like all employees, those with low
opportunity must adapt to their circumstances. Women are more
likely to choose such adaptations as bitter dissatisfaction
with the ©promotion system, reduced desire for self-
actualization through work, desire for security and
interpersonal support, more frequent and more satisfying
contacts with co-workers, development of friendships at work
with those who are not oriented toward upﬁard mobility,
disengagement from daily tasks, rejection of promotion as a
goal and reduced self-confidence. Women have less promotion
opportunity, therefore, they are more likely to display these
behaviours.

From the above, the tendency is to think that gender
differences would disappear when opportunty is controlled.

Markham et l.156

remarked that controlling for opportunity
could not be expected to eliminate gender differences in the
adaptations. They further argued that the lack of gender
differences in promotion opportunity emphatically does not
imply that men and women have equal status even though women
and men have similar promotion chances, women’s opportunities
are in lower-level job ladders. Markham’s finding becomes
significant when one knows that this study was carried out in

a Federal Bureaucracy, where conscious efforts are made to put
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gender discrimination at a minimum compared to private
establishment that is maximally profit oriented.

Though a number of methods may be used to measure the
types and amounts or rewards people receive from jobs, Hackman

139 argued that it is not the "objective" state of

and Lawler
these characteristics that affects employee attitudes and
behavior, but how they are experienced by the worker (that is,
looking at perceived levels of the various Jjob
characteristics). The correspondence between actual and
perceived properties of 5obs therefore constitutes a much
needed area of research,

Variation in work experience has been seen by Feldberg
and Glenn5; and Lorence160 as a function of the economic and
structural factors that determine the distribution of rewards
to positions in the society, and it is assumed that rewards
could be increased only by changes in these structural
determinants. In line with this view, socioclogical theories
of the quality of work experience have focused on comparative
organisational and industrial contexts as the explanatory

121

factors that account for the variation in such experience ™.

Others have argued that man is constrained principally by the

159Hackman, J. R. and Lawler, E. E., Employee reactions to job
characteristics, Journal of Applied Psychology, 55, 1971, 259-286p.

160Lorence, J., A test of the ’gender’ and ’job’ models of sex
differences in job involvement, Social Forces 66, 1987, 121-142p,.
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way he socially constructs his realitywl. | Focus  has
therefbre shifted to understanding the meanings that men
attach to their own and each other’s acts. Thus the action
approach has been variously used to analyze how human beings
tend to define their situation and act in particular ways in
order to attain cértain ends.

To analyze the behaviour of men and women in work
organization therefofe, it is important to wunderstand the
orientations which such individuals bring into the
organization. Orientation to work simply can be taken as what
an individual wants from work and the extent to which he
believes he will be successful in attaining such ends. "Work

orientation” as a concept is discussed at length in the

theoretical chapter which follows next.

161 Schneer, J., Gender context: an alternative perspective on
sex differences in organizations, Academy of Management Conference,
San Diego, 1985
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CHAPTER THREE

THEORETICAL AND CONCEPTUAL FRAMEWORK

The major theoretical viewpoint for this study is social
action theory which helps to present work situations in
women’s own terms and descriptions. Social action theory in
organization analysis has mainly been used +to explain»
orientations to work, and like other traditional theories, it
has not focused on gender analysis per se. However, to expand
its present scope, and particularly to incorporate gender
analysis at both 1individual and structural 1levels of
organizational analysis, the Weberian tradition of the social
action perspective is used in conjuction with Durkheimian
objective social reality, exemplified in the work of Peter

10.'Beyond Berger’s theoretical model, the present study

Berger
also incorporates the need-theory model of work motivation,
for it is assumed that this is central to individual action as

the choices made by the individual are constrained by elements

within the larger social context.

3.1 Social action theory and organizational analysis

The most pressing theoretical task for Sociology is to
construct a theory of social life which acknowledges the fact
that human activity embodies both socilal action and social

structure simultaneously. Social structures exist through
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their manifestation in human action. Action not only
reproduces structures, but continually transforms them. At
the same time such action takes place within a social system
and suffers the constraints this imposes as well as employing
the resources distributed through the social structure.

Both positivism and Marxian Sociology placed emphases on
holistic explanations. Each stresses the causes and
unintended consequences of action in terms of feature of the
social system external to the actor, Thus, the actions of the
individual - are seen as the effects of social forces or of
structural constraints.

Social action theorists on the other hand, tend to see
the above explanations as misleading in that they fail to take
sufficient account of the consciousness and intentions of
actors, thus failing to show that the social world is a
meaningful construction of its members. Actors are thinking,
choosing beings who control their own actions through thought.
This thought, also draws upon a stock of shared concepts and
beliefs which are held in common by the actor’s social group.
Thus, rather than look for external causes of behaviour,
attempt is made to locate meaningful>social action within its
social context.

There are considerable wvariations in emphasis between
particular theories within the social action perspective.
They include +the popular American tradition of symbolic

interactionism; the European tradition of Weber, and his
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phenomenological critic, Alfred Schutz; ethnomethodology which
has its roots in the fusion of symbolic interactionism and
phenomenology.

Relevant to the present study 1is Weber’s162

attempt to
reconcile large-scale historical comparative studies with a
methodology which began from the individual social act.
Historical trends and social institutions are wultimately
reducible to the unique individual actions from which they
derive, while at the same time, such actions have
characteristic motives and goals which derive from the broader
cultural context. For example, the instrumental, calculéting
rationality of Western individual derives from a much broader
trend of historical development.

B3 defined action as "human behaviour when the

Weber1
agent or agents see it as subjectively meaningful". Weber
theréfore emphasized the motive present in the mind of +the
actor which is the "cause" of the act. The actor’s motive
could be grasped by using empathy and rational judgement (what
Weber called explanatory verstehen). To Weberw3, there 1is
need to explain the act, since to explain, for science
concerned with the meaning of actions, is to grasp the complex

of meanings into which a directly intelligible action fits by

virtue of its subjectively intended meaning. Weber

18ZWeber, M., The theory of social and econcmic organization,
New York, Free Press, 1964,

163Weber, M., Economy and society, California, University of
California Press, 1978,
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distinguishes four types of motive which are traditional
conformity to habit; emotional; rational behaviour oriented to
an ultimate value {(such as salvation)j and rational behaviour
oriented to a mundane goal (such as earning é living).
Scientific explanation involves using "verstehen" correctly to
discern the correct motive. This is done partly by locating
the act in its context, that is actor’s reasons for acting.

.Weber was often seen as trying to compromise with
positivism to create a scientific Socioclogy. It has been
argued that.explanations in terms of actors’ reasons are not
at all compatible with the positivist search for external
material causes which are empirically discoverable. Even with
this perspective, it is difficult for positivists to ignore
consciousness entirely, but they will almost certainly attempt
to specify outside causes which determine the actor’s choices.
Weber did accept in principle that the choices were caused by
social circumstances and by the personality of the actor. The
causation was so complex that pfediction became problematic.
Causal laws are therefore wunattainable, and so Weberfs
compromise with positivism is only partial.

Weber's theory has been criticized for presenting an
inadequate account of action since it remains excessively
indi?idualistic, and is unable to locate thought and action in
any real social context. Though Weber paid enormous attention
to historical social structure and to cultures, as contexts

for action, yet the connection between these and action is
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never explained explicitly. Thus, the critics of Weber’s
methodology particularly the phenomenology of Schutz, have
radicalized action theory while at the same time abandoned
Weber’s historical and structural concerns. Although symbolic
interactionism does " not ©provide any theory of system
integration or disintegration, it does pay attention to
individual responses to constraints from the social structure.
Phenomenology and ethnomethodology abandon this as social life
is conceived solely in terms of the negotiation of meanings
and the practical accomplishment of routine activities.
Society, in this instance, becomes a mere "mental event"
sustained only by shared definitioﬁs, and assumptions of

actors, Giddens164

observed that society is more than just
this, for individual citizens may believe in the existence of
liberty or equality for example, while the real distribution
of power and economic advantage wili constrain their actions.
What people may intend to do by acting, their actions will
have unintended consequences., The nature of these
consequences will depend upon the interlocking connections
between parts of the social structure, and on the way the
social system operates as a dynamic system. Although £he
perceptions of society certainly are used by actors in the

course of their action, these perceptions are hardly reliable

and they hardly constitute the sum total of social reality.

164 Giddens, A., Central problems in social theory, London,

Macmillan, 1979.
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Action 1s creative and innovative but it never takes place
outside social contexts which involve inequalities of power,
knowledge and material resources as well as socially
constructed meanings, definitions and rules. The actions
often have unintended consequences which might not be
randomized but depend upon the nature of the social system.

161 sustained the Weberian tradition by

Peter Berger
integrating this with Durkheimian collective consciousness.
Berger tried to show how the subjective reality of individﬁal
consciousness is socially constructed. Societal objective
reality and internalization process are closely knit while
psychological reality is an ongoing dialectical relationship
with social structure. Here,; psychological phenomena refer to
the manner in which the individual apprehends himself, his
process of consciousness and his relations with others.
Whatever its anthropological-biological roots, psychological
reality arises in the individual’s biocgraphy in the course of
social process and is maintained by virtue of social
processes. Socialization not only ensures that the individual
is real to himself 1n a certain way, but that he will
constantly respond to his experience of the world with the
cognitive and emotive patterns appropriate to this reality.

The diélectical relationship between social structure and
psychological reality is also fundamental to Meadian
tradition. Society not only defines but creates psychological

reality. The individual realizes himself in society, that is,
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recognizes his identity in socially defined terms and these

definitions become reality as he lives in socilety. This 1is
also closely 1linked with W.I. Thomas’ concept of the
"definition of the sitﬁation", and Merton’s "self-fulfilling
prophecy"w5. One thus identifies <closely, as one 1is

identified bf others, by being located in a common world.
Berger therefore argued that socialization takes place only
when the individual takes the attitude of others, and relates
to himself as others have first related to him. As the
individual identifies and locates himself in the world of his
society, he finds himself the possessor of a predefined
assemblage of psychological processes, both "conscious" ones,
and even some with psychosomatic effects.

It is therefore assumed that social action takes place in
the context of social structures which are transformed as they
are reproduced. The use of the action approach in the study
of work attitudes and behaviour has helped to overcome some of
the 1nadequacies of the earlier systems theories. It has
helped to re-emphasize the dynamics of social interaction
within the organizational 1life. It has focused on the
orientation that participants bring into the organization,
including, the origin, the dimensions, and the dynamics of
these orientations. Action approach thus seeks to tackle both

the "micro" problem of the orientations and behaviour of

185Merton, R, K., Social theory and social structure, New York,
Free Press, 1949,
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particular actors and the "macro" problem of the pattern of
relations that is established by their interaction. It thus
combines both the internal and external logic of
organizational behaviour.

At the micro-level, instead of explaining action as a
mechanistic reaction to the socio-technical structure of the
organization or as a mere réflection of the nature of class
relations, it explains action in terms of the definitions of
the situation and views actors’® aspirations as a product of
their prior orientation from their extra-organizational
statuses and their historical experiences of the past. By
this, the approach establishes a relationship between the work
and non-work spheres of life. At the macro-level, the social
action approach stresses the need to understand the system of
expecﬁations'that is established as individuals pursue their
objectives in the context of the meanings and symbolic
resources which they and other actors inculcate from the
larger structure.

However, a lot of conflicting and overlapping findings
have been‘found by researchers who havé used the social action
approach in the study of work attitudes and behaviour in
formal organizations. Briefly, we shall turn to some of their

60 143

and Goldthorpe et al. in their

findings here. Goldthorpe1

study of Luton car workers brought the action approach into

166Goldthorpe, J. H., Attitudes and behavior of car assembly
workers: a deviant case and a theoretical critique, British Journal
of Sociology, 17(3), 1966, 222-244p.
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1%, using action approach argued against

limelight. Goldthorpe
those who see a logic in the technology of industrial society.
He argued that too great a weight has been given to technology
as.a determinant of attitudes and behaviour in such situation
while too 1little attention has been paid to +the prior
orientations which workefs have towards employment, and which
in turn influence their choice of a‘job, the meaning they give
to work and their definition of the work situation.

Goldthorpe et gl.“3

contended that the basic shortcoming of
the "technological implications"” approach is that the attempt
to provide explanations from the point of the "system" entails
the neglect of the point of view of the actors involved. They
react against the attempts of organizational social scilentists
to study issues of work satisfaction using a closed system
model, wherein organizations are seen as the relevant context
for explaining these issues. Like Goldthorpe, Beynon and
Blackburnw7, Russell168 - all contributed to our Lknowledge
of job satisfaction, by attempting to éstablish empirically
the ways in which the wants and expectations that people
attach to their work activity shapé‘ the attitudinal and

behavioural patterns of their working lives as a whole.,

Goldthorpe et al.143 distinguished between:

167Beynon, H. and Blackbum, R. M., Perceptions of work, London,
Cambridge University Press, 1972.

168Russell, K. J., Variations in orientation to work and job
satisfaction, Socioclogy of Work and Occupation, 2(4), November
1975, 299-322.
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instrumental orientation (that is, an orientation
towards materials gain, particularly those material
objects necessary to maintain life and enhance the
comfort and security of living;

bureaucratic orientation (that is, an orientation
towards organizational goals in return for a
variety of economic and non-economic rewards; and

solidaristic orientation (that is, an orientation
towards interaction with other people and
establishing meaningful relationship with them, in

pursuit of economic gain.

Etzioni’s concept of various kinds of involvement in

organizations is very similar to the above, +though a

distinction is drawn between-

a .

alienative involvement where the member has little
desire to remain in the organization but is forced
to do so at least temporarily by forces of
circumstances;

calculative involvement where the member’s
relationship with the organization has little
intensity and is viewed primarily in terms of
extrinsiq satisfactions, and

moral involvement where the member has quite high

commitment to the organization itself.
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Bennett169 employed the terms instrumental, relational
and personal (expressive).

The mnarrowness of Goldthorpe’s conception of work
orientation has been criticized by Daniel”o,171 and Barron
and Norris%. To most of Goldthorpe critics, orientations to
work do not usually comprise one over-riding priority but
contain a number of incommensurable objectives, while emphasis
on any of these objective depends on the context.

Goldthorpe et al. were also criticized for not presenting

a consistent conceptual framework of the social action

11 opined that their application of

orientation. Baureiss
the concept of "ideal type" lacks precision. He stated that

Goldthorpe et al.151

merely placed primacy on the instrumental
orientation and considered the bﬁreaucratic and solidaristic
orientations as "deviations", thereby violating the
conventional usage of ideal types, as the deviation from a
standard is not assessed separately for each of the three

orientations. Baureiss also observed that Goldthorpe et al.’s

169Bennett, R. D., Orientation to work and organisational
analysis: a conceptual analysis, integration and suggested
application, Journal of Management Studies 15 (2), May 1978, 187-
210p. :

170Daniel, W. W., Industrial behavior and Orientation to work:
a critique, Journal of Management Studies, 6(3), October 1969, 367-
375p.,

171Daniel, W. W,, Understanding employee behavior in 1its
context: illustration from productivity bargaining, in child, J.
(ed) Man and Organization, London, George Allen and Uniwin, 1973.

172Baureiss, G., The social action approach in industry, Work
and Occupations, 13(3), August 1986, 377-398p.
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specific formulation of these orientations restricts the
content of the social definition of the actors to that defined
by the researcher. Thus, the result is that action theory as
used by Goldthorpé et al. is severely restricted, limiting its
potential utility in industrial research.

Daniel170 had earlier noted that where prior orientations
are attributed to the individual social participant, the
tendency 1is to see perceived interest as "fixed" than 1is
jJustifiable. He further explained that the "fixed" quality of
Golthorpe’s orientation variables stems from the fact that
these variables are seen as not necessarily responding to
contextual organizational factors, On the contrary, Daniel
suggested that explanations of choice of.job, behaviour in a
job, and leaving a Jjob are likely to be different. Daniel
maintained that different rather than the same Jjob factor
endorsement pattern will apply across changing contexts and

that the instrumental worker of one context may become the

intrinsically or expressively oriented worker of another. In
short, perceived interests will change with the social
situation, and in this way, an over emphasis on prior

orientations can seriously reduce the analytical potential of
an investigation. The wmost fundamental criticism of
orientation model is Daniel’s severe questioning of the
assumption that orientations to work are fairly stable over

167

time and in different contexts. Beynon and Blackburn stated

that while previous approaches over-emphasized the work



-109-
situation, it seems the recent attempt at an "action approach"

dangerously appear stuck to the other side of the factory

173

gates. Bennett™ " identified two main issues for
consideration when dealing with orientation phenomenon. They
are -

a. are work priorities "fixed" by forces external to

the working situation?; and

b. do these priorities remain constant over a period
of time?. |

The second question has been the focus of recent research

169 171

K, Many writers ’, have

studies on orientation to wor
identified the need to carry out investigations into the
dynamic nature -of orientation. The dynamics of the
orientation process necessitates a careful examination of the
stability of prior orientations. The extent to which the
social action frame of reference is resistant to socialization
processes for those social situations encountered as part of
the biographical history of -the individual social participant
is enumerated upon by Russell”4. Russell saw the changing
social situations as an influence_on orientations to work,

suggesting that dynamic orientation has greater explanatory

and predictive value than the fixed orientation perspective,

, 173Bennett, R. D., Orientation to work and some implications
for management, The Journal of Management Studies, 11, 1975, 149-
162p.

174Russell, K. J., The orientation to work controversy and the
social construction of work value systems, Journal of Management
Studies 17(2), May 1980, 164-184p.
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" when these are considered as déterminants'of attitudes and

behaviour. |
The;earlier views of orientations to work have also been
criticized by Whynn”5, for adopting a Stimulus --> Organism
-——> Respgnse (S--> 0 --> R) model of behaviour. Whynn argued
that if’desired behavioural response is to be obtained using
this model, the correct stimulus must  be applied.
Operatiénalizing this model within the work ‘setting
necessitates making certain assumptions about human nature and
' express%hg these in the form of individual wants, ﬁeeds,
desires or expectations. The organization is then designed so
as to sétisfy the identified wants/ needs in the belief that
the deéired behavioural response will be achieved. Whynn
therefore suggested that a conceptual distinction be made
within the social action approach. Thus, he conceptualized
orientation as a measure or reflection of how individual views
a particular situation in terms_éf what he desires from it and
the extent to which he expects these desires to be achieved in
it. iwo parts are therefore identified. The first (the way
an individual views a particular situation) can be
concéptually separated from the secénd part (the wants,
expeétatiohs, and aspirations that the individual attaches to
that situation). Both are however related, for it is likely

that the individual’s perception of a situation will influence

175Whynn, P. S., Motivation, Orientations and the action
perspectives: an alternative framework, Journal of Management
Studies, 17(3), October 1980, 251-260p.
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the wants, expectations and aspirations he attaches to that
situation. '

Orientations and behaviour are therefore both influenced
byffactors both internal and external to the organization.
Inputs of situational (current) factors and background (prior)
factors of influence act as the independent variables while
the need values act as intervening variables. Within a
framework embracing the individual, the organization and the
environment, the focus is principally on the individual
worker, as he/she makes decisions within the constraints and
opportunities encountered both inside and outside the

169

organization. Bennett suggested some twelve major variables

wﬁich. have an important influence on behaviour in
organizations. These variables are -
a. the conditions in which people are asked to work;
b. the culture, climate, or overall ethos of the
organization;
c. the nature of incentives and reward offered as

inducements for high performance, and the means
through which they are offered;

d. the pattern of behaviour of management (its
managerial style);

e. the nature of objectives to which organization is
working;

f. the resources available for facilitating work;

g, the overall size of the organization;

h. the structure of roles, authority and decision-
making;

i, the nature of the tasks or work to be done;
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' J. the kind of technology available for doing work;
k. the relations between employee in the sense or work
groups;
1. the external environment within which the

organization has to operate.
Not all the above variables influence work behaviour in
the same way, as some have more direct influence {for example,
the actual work done and relations with immediate colleagues))
!while others have indirect influence (for example, nature of
!the organizational objectives and technology). Some variables
also act more as constraints, while others provide for
opportunities to behave in ways not directly associated with
the job in hand (for example,.some forms of payment systems).
It is necessary to take into account the différent,ways these
could influence the orientation brought to work and the
subsequent influence on work attitudes/adaptation. 'Bennett169
remarked thatlan individual enters an organization with unique
values of personal variablgs, or a particular orientation-set,
which continue to influence his orientations at work. He
perceived the effects of different organizational variables in
terms of the goals they symbolize for him, and makes decisions
or Judgements as to how he will behave. Some decisions are
pre-empted by the constraints of the work situation and as a
consequence he may adjust his behaviour. The perceived
effects of +this behaviour are received as feedback and

considered in terms of its consonance with primary or dominant

orientations. Consonant feedback (for example lack of
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promotion/training) will increase the effects of

169

organizational variables. However, Bennett tended to take

|

‘a systems view (that is, incorporating external environmental
considerations into a total view of organizational behaviour).
Systemic approach fails to emphasize the perception of the
individual actor and his assessment of the system which more
often than not tends to be exploitative. Concentrating on the
individual as the unit of analysis, it is assumed . that
orientation and Dbehaviour are influenced by facts both
finternal and external to the organization. The action
approach tends to assume an existing system in which action
"occurs but cannot successfully explain the nature of this
system, while the systems approach is unable to explain

satisfactorily why particular actors act as they do”ﬁ.

iAccording to Berger and Luckmann”T, the action approach can
offer a means of explanation of the nature of social systems
and need not depend on systems analysis, for man is capable of
producing a world that he then experiences as something other -
than a human product.

The action approach appears appropriate in studying the

effects of changes, for example, situational factors (changes

in political economy; marriage; promotion; change of

176Silverman, D., theory of Organizations, London, Heinemann,
1970.

177Berger, P, and Luckmann, T., The Social Construction of

reality, Garden City, New York, Doubleday and Co., 1966.
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supervisor among others). Afonja”s, adopting the action
approach, in her study of job satisfaction and job commitment
in a textile factory, found that the individual choices of_
types of work are dictated by their wants and expectations
which derive from the non-work sphere principally from the
prevalent economic conditidns and social needs for status and
mobility within the social structure, all of which are
dictated by the political economy (situational factors). Alo37
also argued for the use of the action approach in analyzing
the dynamics of workers’ orientations especially in a country
like Nigeria where social change is highly dynamic and wherg
traditional and modern Values permeate the whole social
structure,

(R

Richard Jung1 in an earlier study also argued that

orientation is multidimensional and subject to situational

constraints. Jung stated that the following three theories
need be integrated to explain action. They are -
a. orientation theory in which individuals  and

collectivities construct phenomenologically a
definition of themselves as actors and their
situation;

b. decision theory, in which actors define

178Afonja, S., Individual choice and situational factors:
Influence on Job satisfaction and commitment, Sociology of Work and
Occupations, 8(4), 1981, 388-415p.

g
ILJung, R., Four Cybernetic principles of action, presented at
C.S.A.A,, Kingston, Ontarioc, May 1973.
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alternatives and reduce their choices among them;
and

c. motivation theory in which actors define and reduce

tension.

On this note, the present study argues that action theory
requires the integration of orientation, decision and
motivation. Motivation, as an integral part of action theory,
explains the generation and reduction of tension, although its
main focuses is defined by orientation and decision theory.
Decision assumes that within orientation theory choices-among
alternatives are available, while the process of orientation
is guided by the principle which maximally reduces

uncertainty.

180 172

Rinehart and Baureiss both stated that workers’
orientation is a poor predictor of their action, since action
orientation is Jjust one of the three sub theories of action
theory. Baureiss therefore preferred a theory of evaluative
orienfation which directs attention +to the subjective
experience of workers, and which invokes past and present
definition of situations in which actors attempt to remain
authentic. According to Baureiss, constraints, norms, and
stigmas enter the action work as critical values of systemic

boundaries on which basic uncertainty is reduced for making

decisions. Relevant to the present study, the work experience

18Olflineheurt, W. Contradictions of work-related attitudes and
behavior: an interpretation, Canadian Review of Sociology and
Anthropology, 15(1), 1978, 1-15p.
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(bureaucracy, technology, and work interaction); individual
variables; and ideological values (for example, gender
stereotyping) becqme part of this evaluation.
The present study therefore adopts the social action
model of work orientations and tries to wunderstand work
orientation as an interplay of motivational factors. The

central questions to motivations are -

a. why do people work at all?
b, why do people work hard and with a strong sense of
commitment?

"perception" and

Central to orientation are the questions of
"meaning" which are often used interchangeably. Relevant to
the focus of the present study are the following questions -
are the answers to the questions raised above the same for men
and women?; if they are not, why do we have such a
distinction?. If for example, men and women share the same
work attitude, why do we have continuous recorded gender
inequality at work?. It is therefore assumed that gender
factors have a strong influence on the general attachment to

181 remarked that the way a person reacts to a

work, Dale
situation, what the person sees as the necessary, possible and
desirable limits of his/her action in it, will be greatly

affected by the reason . for which the ©person finds

himself/herself in that situation. However, the "meaning" a

181Dale, R. (ed), Occupational categories and cultures I,
Mithon Keyres, Open University Press, 1976.
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person gives to his/her work situation has both a positive
descriptive usage and an evaluative usage. The evaiuative
approach is measured using the concept of orientation which

Bennett169

defined as a measure or reflection of how an
individual Qiews a particular situation in terms of what the
person desires from it and the extent to which he/she expects
these desires to be achieved in it. This is to say that the
" way an individual views a particular situation can be
conceptually separated from the wants, expectations and
aspirations that the individual attaches to that situation,

This is not to say that the two aspects are unrelated. It is

therefore assumed that the individual’s perception of a

situation will influence the wants, expectations and
aspirations he/she attaches to that situation. This leads to
the issue of adaptation. According to Fox:l82 to maintain

mental health and happiness, a person, on the practical level
of everyday 1life, makes "realistic" aspirations and makes
"realistic" adaptations. Workers who see no reasonable
prospect of securing a Jjob which affords them intrinsic
satisfaction, self-fulfillment and comparable related
meanings, are likely to moderate their aspirations
accordingly, and make the best of life as they find it and
emphasize such meanings as are within their reach.

It is assumed that view of work held by an individual 1is

182Fox, A., The meaning of wpfk, in Dale, R. (ed) Occupational
categories and cultures I., Mithon Keyres, Open University Press,
1976, 43p.
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one which produces in that individual a sense of moral
attachment to work. It could then be predicted that this view
of work could therefore be taken as a good reason for working
hard. On the other hand if the view of work held by the
individual produces an alienative attachment, the individual
either avoids work altogether or adapts +to the situation
he/she finds himself/herself in by attaching his/her own
personal meaning to work. It is assumed that this in itself
could emphasize other wants, expectations and aspirations
which could 1likely identify a worker as instrumentally
oriented.

The need-theory model of work motivation is also central
to individual action as the choices made by the individual are
constrained by elements within the larger social context, for
example, constraints caused by debt and oil crises, wars, and

the subsequent limited economic choices available to the

individual. The need-theory model of work motivation is
exemplified in the works of Maslowws; and Alderferwg.
Blunt184 defined motivation as that consisting of a driving

force or state of need deficiency which inclines a person to
behave in a particular manner, or to develop a capacity for

certain types of behaviour. To act in a particular form, a

183Alderfer, C. P., An empirical test of a new theory of human
needs, Organisational Behavior and Human Performance, 4{(2), 1969,
142-175p.

184Blunt, P., Organisational theory and behavior: an African
perspective, London, Longman, 1983.
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person may be influenced by physioclogical needs or
psychological states (including conscious and unconscious
thought processes), or by external stimuli, or a combination
of some of these. People differ in their choice of needs, and
accordingly their behaviour also differs. These inconsistent
responses in behaviour are factors which theories of
motivation try to explain, in order to be able to predict
behaviour. The fact fhat not all reasons behind a pafticular
action can be directly observed has often limited the

usefulness of theories of motivation., This, in itself, is the

essence of our choice of social action theory as the main
explanatory tool. However, of particular importance to the
study is the idea that individuals shape their actions to

satisfy their needs, thus giving individual activity purpose
and direction. While a person is to some extent, a captive to

his/her needs, he/she is pictured as directing activities
according to his needs, and potentially, choosing situations

in which his needs, will be more or less well met. A person
has the freedom to decide and, through his/her decisions, to

attain need satisfaction. Although need-satisfaction models
apparently attribute freedom to an individual, in one
important respect they also deny a person, freedom to behave,

as needs serve as inevitable determinants of action. Thus,

needs, by providing explanations for behaviour also help tol
stabilize individual action and provide continuity.

With particular reference to developing countries, we
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subsume the issue of relevance of emphasis placed on lower
order needs {particularly security needs) on socio-economic
factors. Such socio-economic factors have their origin in the
wider social context. For example, increasing value is placed
on women's economic contribution in the home with growing
economic crises, unprecedented rate of unemployment, mass
rétrenchment, and growing inflation. The central question is
- "to what extent do women feel a sense of acceptance within
industrial employment, particularly as women compete with men
over limited employment opportunities currently available in
Nigeria; and as employers of labour "pick and choose" from the
available excess labour, within a world dominated by
patriarchal values?".

In éummary, the theoretical descriptions and critiques
presented so far, point to a major issue, that is, the need to
incorporate micro and macro level structures in order to
understand the mundane, taken -for-granted experiences of both
men and women who work in complex organizations., The
intermeshing of such individual and strucutural variables in
gender studies as it affects ‘organisation analysis 1is
presented in this study under the '"gender-organization-
stysfem" model. The basic assumptions of this model are

presented below.

3.2. Gender-organization-system approach
As gender becomes a central factor 1n our analysis, we

accommodate explanations which help us to explore male-female
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differences in basic Jjob attitudes including explanétions
based on individual characteristics; structural variables and
situational factors {(for example, values and ideologies behind
individual behaviour and perception of gender roles).

185 opined that the theories specifying the major cause

Agassi
of sex-specific differences include the followiﬁg factors
respectively -
i, innate psychological differences between the sexes;
ii. the impact of conventional childhood sex-role

socialization;

iii, differences in the conditions of work;

iv., differences in the quality of the current job;
v, differenceé in chances for advancement;
vi., differences in position within the structure of the

work organization;

vii. differences in previous work experience;

viii. differences in domestic workload;
ix, differences in the current family situation;
X, differences 1in the intensity of the workers’

identification with their domestic parental role or
the occupational role; and

xi. differences in the workers’ ideology cdncerning
women and work, that is, their current views and

values concerning the division of labour between

185Agassi, J. B., Women on the Jjob, Lexington, Mass., D. C.
Heath, 1979. :
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the sexes in the labour market and in the household
as well as their views about women'’s capability,
status, rights, and duties in the occupational
world.

Extending the boundaries of social action theory in the
study of work orientation, this study examines many phases of
the theories listed above using data on different facets of
work attitudes and behaviour. Workers do not only freely
assess their past and present jobs, such an assessment is not
only based on the structure and content of job but also on
experiences based on the gender of the individual worker.

The central argument is that male-female differences in
job attitudes are not necessarily gender-linked but
situationally or structurally induced. Fage-nson9 identified
this as "gender-organization-system approach" (GO0OS). She
argued that women'’s behaviour and organizational experience
can be due to their gender, the organizational context and/or
the larger social and institutional system in which they
function. This framework expands upon the gender-
socialization perspective (which asserts that women differ
from men in work values and traits because of factors that are
internal to women and because of earlier gendering); and
organization structure perspecfive (which assumes that
organization structures, rather than factors that are internal
to women, shape and define women’s behaviour on the job as

well as their destinies). The GOS model goes beyond the
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integrated model of Feldberg and Glenn. Using the GOS,
Fagenson argued that since organizations are located in
societies with particular cultural values, histories, societal
and institutional practices, ideologies, expectations and
stereotypes regarding appropriate roles and behaviours for men
and women, they affect the internal structures and processes

of organizations. For example, Schneer18b

also noted that
women have a lower ascribed status in society than men can
influence the way they are perceived and treated in their

187 opined that the fact

organizations, Reskin and Hartmann
that more women work in the service than manufacturing sectors
of the labour force and receive less compensation than men for
their labour can affect the way women are viewed and treated
in their organizations. Fagenson9 noted that gender
discrimination at work can in turn affect and can be affected
by the attitudes,; behaviours and cognition women develop
towards their jobs and organizations.

Using the Weberian social action tradition and the
Durkheimian objective social reality, the basic assumptions
for using the GOS approach in this study include -

i, that in work organizations, the individual 1is a

conscious actor who is capable of adjusting his

-

186Schneer, J., Gender context: an alternative perspective on
sex differences in organizations, Academy of management conference,
San Diego, 1985,
187 Reskin, B. and Hartmann, H., Women’s work, men’s work; sex
segregation on the job, Washington, D. C.,
National Academy Press, 1986.
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behaviour to meet the realities of the continuous
interaction of feedback between . personal
characteristics (for example,. gender); situations
(for example, the orgénizational context) and the
social-institutional system in which these
interactions occur;

ii. though the individual is being changed by
situations and social systems, the extent to which
the individual is able to change them depends on
the individual’s meaning system;

iii. that the characteristics of people, situations and
systems are predictors of individual attitudes and
behaviour and are capable of influencing each
other.

The present study thereby treats gender-inequalities in
the labouf market as a by-product of gender differences in
human capitals, the structure of +the labour market and
cultural norms concerning the status and roles of women within
the sociéty. To gain a fuller knowledge of the position of
women within the labour market, we look at women’s conditions
of action; their and others’ perceptions of the situation,
looking at these three dimensions (GOS). Emphasis is thereby
placed on the actor’s views and interpretations of social
reality. Since social action takes place in the context of
social structures, the dialectiéal relationship between

psychological phenomena and the social structure is made
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explicit in our choice of Weberian tradition integrated with
Durkheimian collective consciousness.

Looking beyond the economié analysis of +the pay
differentials betweeén men and women, it 1is now clear that
occupational ségregation of the sexes results from the
interaction of a well-entrenched and complex set of
institutions that perpetuate the inferior position of women in

the labour market. Bernard188

asked - "what would.
constitute occupational non—segregatién?; and what would be a
sex-fair distribution of work?". Answering these questions,
Bernard believed a fair distribution is that which takes into
account both the distribution of talent in the work force and
the distribution of 1individual preferences or aspiration.
Bernard further argued that the issue is not how much sex
differences exist in the distribution of talents, but the
degree of equality among the sexes in terms of opportunities
and rewards. Organizing women in the labour force to achieve
power and to demand greatér recognition and reward for what
they do is a first step in upgrading the status of the work
they do. It is necessary, not only among men but also among
women, to develop a feeling of self-worth that will gain for
them recognition their contribution deserves., The point of

departure might be understanding this in women’s own terms.

Emanating from the theoretical -discussion above is the

188Bernard, J.y Historical and structural barriers to
occupational desegregation, signs, 1, 1976, 87-94p.
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basic framework of the study which is diagrammatically
presented in figure I, and which is followed by the major
assumptions of the study (later operationalised as nine

different hypotheses).

FIGURE T
The Basic framework of the study: 'Gender - organisation -
system model’
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3.3 Study assumptions

Three major assumptions are made in order to measure the
extent to which there are similarities or variations in the
attitudes and behaviour of men and women within organisational
environment. Unlike traditional studies which tend to explain
the attitudes of men and women within formal 6rganizations
differengly (and particularly, studies which yiew men as more
inclinedito work outside the home, while women tend to put
more emphasis on their biological roles, over and above their
work roles), the present study assumes that both men and-women
who work under the same social conditions tend to beha§e the
same way. For example, it is assumed that workers (men and
women ) who work within low oppértunity structure will exhibit
poor ‘work attitudes. {depressed aspiration, job
dissatisfaction, alienation etc.). it is therefore assumed
that workers in dead-end jobs (whether men or women) will not
maintain a favourable relationship wigh their work. ‘It is
however assumed that work attitudes ‘and behaviour are
functions of not only organizational opportunity structure,
but also of personal attributes (for example, educational
status, marital status, and wﬁether or not a worker has
familial role to perfqrm (that is, whether married with
children or without children); and institutional factors (such -
as gender rolé orientation). Also, it is assumed that the

socio-cultural environment sometimes alter the expected
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pattern of behaviocur. For example, it is not uncommon to find
majority of workers across occupational. groups putting
emphasis on monetary rewards, particularly with increased
inflationary trends in the country. The change in the need-
levél with the current socio-economic changes is assumed to be
the same for both men and women;. and same for different
categories of workers.

Three broad assumptions made in the present study are
later broken down into nine operational hypotheses. All of
these are discussed in the subsequent paragraphs.

Assumption I

"Men and women with similar personal

characteristics will tend to have similar work

attitudes.

In order to +test assumption 1, three operational
hypotheses are made. They are:

Hy - Men and women with the same level of education tend

to have similar work attitudes.
Hy - Men and women with the same marital status tend to
have similar work attitudes.
Hy - Men and wdmen who are married with children have
similar work attitudes.
A positive relationship 1s therefore expected between
educational stétus and work attitudes (that is, it is expected
that those with low educational status will share the same

view of work, while they may likely differ from those with
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high educational status). On the other hand, it is expected
that the status of marriage can have the same effect on both
men and women as both struggle to meet familial obligations,
while responsibility towards children could also serve as a
motivational factor to work.

Assumption IT

Men and women who work under the same structural

conditions tend to have similar work attitudes.

To test assumption 2, four operational hypotheses are

geﬁerated. They are:

Iﬂ - Men and women who have the same occupational status
ténd to have similar work attitudes.

H5- Men and women who belong to the same income group
tend to share similar work attitudes.

Hy - Men and women with the same promotional prospects
tend to have the similar work attitudes.

H7- Men and women  who perceive that they are
discriminated against at work because of their
gender tend to have poor work attitudes.

Assumption IIT

Men and women who hold the same ideclogical values
about gender role relations will tend to view
female bosses the same way, but will differ in work
attitudes.

To test assumption 3, two operational hypotheses are

generated. They are -
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H8- Men and women who possess traditional gender role
orientation value will tend to view female bosses
negatively.

Hy - Men who possess traditional gender role orientation
value tend to show positive attitudes to work while
women with traditional gender role orientation
value exhibit poor work attitudes.

Basic-to these assumptions is the fact that the response
of women to work is not biological but social. A woman, it is
assumed, will perform as much as a man at work, especially
~when the social environment is conducive, and divorced of
sentiments and favour for a particular gender group. The
influehce of biological connotation of sex is therefore down-
played in the present study.

In order.to test the various hypotheses the following
variables will be used -

Independent variables

a. Personal attributes
i. Educational status
ii. Marital status

iii, Presence/absence of children (familial status).

b. Structural variables
i, Occupational status
ii. Income

iii. Promotion prospects
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iv., Probability of promotion
v, Perceived gender discrimination at work
c. Svstemic_variable

gender role orientation

Dependent variables

a. Work aspiration.

b. Work value (orientation).

C. Work commitment.

d. Work satisfaction.

e. Work alienation.

f. Work involvement.

g. Work motivation.

h. Perceived female bosses attributes.

Measures of work behaviour

With the assumption that one’s attitudes to work are also
reflected in one’s behaviour at work, selected indices of work
behaviour are also included in the study, for examplé,
absenteeism, tardism and expression of insurbodination.

3.4, Conceptual discussion

Below, relevant concepts are defined and explained for
clarity.
1. Sex:

It is used in this study to refer to the most basic

physiological differences between men and women

thaﬁ is, differences in genitals and reproductive
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capacities.

2. Gender:
It refers to the cuiturally specific patterns of
behaviour, either actual or normative, which may be
attached to the sexes.

3. Sexual Differences:

These distinguish between males and females, and
these differences are genetically determined and
are largely universal. Such biological differences
are taken as natural, and might be heightened by
cultural prescriptions.

4, Gender differences:

These distinguish between masculine and feminine,
The content of the masculine/feminine distinction
tend to be culturally determined and highly
variable.

5. Perception:

This is a by-product of cognitive approach, which
maintains that conscious mental activities such as

thinking, knowing and understanding; and mental

concepts, such as attitudes, beliefs and
expectations, are major determinants of human
behavior, Cognition itself is an internal

presentation of an occurrence which occurs between

a stimulus and a response and which can affect that
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response., The cognitive stpucture could be complex
depending on individual experience. However, the
individual’s interpretation or perception of the
environment is considered more important than the
environment itself. The analysis of behavior in
organization is not complete without consideration
for the role of the personality system {(psycho-
analytic approach) and the role of the environment
{reinforcement approach). The interplay of these
three elements of the same system help to put human
behavior into proper perspectives.

attitudes:

Work attitudes describe the general approach that

people take to their work as a result of having

certain wvalues. These values may be products of
factors internal or external to the. work
environment.

Orientation to work:

It is used here to mean the readinesé to respond to
aspects of work and the total organization
structure, in terms of values held, that is, goals
which the workers intent to fulfil. This in turn
can be modified by the perceived job
characteristics (the amount of satisfaction
available from particular dimensions of work) and

the meanings individuals attach to these perceived
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job characteristics. Two distinct +types or
orientations to wofk are made ‘(extrinsic and
intrinsic).

values:

Work values often determine individuall’s work

orientation. This represents the meanings

individuals attach to perceived job
characteristics. Work values reflect the

individual’s awareness of the condition he seeks
from the work situation and they regulgte his
actions in pursuit of that condition. They thus
refer to general attitudes regarding the meaning an
individual attaches to the work role as
distinguished from his satisfaction with that role.
In this study both concepté (work orientation and

work values) are used interchangeably.

Job satisfaction:

|

%his concept is wused to refer to an overall
affective orientation on the part of individuals
toward work roles which +they are presently
occupying and the prpspect it has for the future.
This must be distinguished from satisfaction with
specific dimensi&ns of those work roles. On one
hand it is used as a unitary coﬁcept to measure the

total job situation. This is not to say that the
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causes - of job satisfaction are not
multidimensional, as one can be satisfied with one
dimension of the job and dissatisfied with another.
It is assumed in this study that it is possible for

individuals to balance these specific satisfactions

‘against the specific dissatisfaction, and thus to

arrive at a composite satisfaction with the job as
a whole. On the other hand, incorporating gender
factors, we intend to measure Jjob satisfaction
recognizing that a woman’s ability to be satisfied
with her work will be a function of how well she
can Juxtapose her responsibilities of home and
family with her job.

commitment:

Work

This is used to mean overall attachment to the
organization. While Jjob satisfaction appears
mainly defined and linked mainly with the elements
of the Jjob, commitment seems clearly tied to the
increasing rewards and chance for growth implied in
high opportunity.

aspiration:

This refers to the goal an employee "wants to

ultimately reach in his/her work.

Opportunity:

This refers to expectations and future prospects.

The structure of opportunity is determined by -
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a. promotion rates;

b. rewards (pay, fringe benefits, job

security, training and capacity to mobilize

resources).

13. Authority:

It is the legitimated control over the work process
of others. Relevant to this study is the intended
interview of those (men and women ) in
management/supervisory positions, to document their
attitudes towards employment and what they think
are the problems facing women in the positions of

authority in the workplace.

14. Job insecurity:

Mass retrenchment, rising rate of unemployment,
stagnation of wages among others, are expression of
situational factors within the larger soéiety,
coined in this study as "job insecurity", which
also serves as a limiting factor on individual
choices.

15. Job alienation:

Inability to control the immediate work process, to
develop a sense of purpose and function which
connects Jjobs to the over-all organization of
production, to belong to integrated industrial

communities, and when workers fail +to Dbecome
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involved in the activity of work as a mode of
personal self-expression (Blauner, 1964).

involvement/attachment:

The feeling of identification with or alienation
from work, the meaning that work has for the
individual and the source of attachment which he

has to work.

Ideology:

Work

It is used here to refer to those ideas defining
fundamental conceptions of women'’s social reality.

motivation:

This is used here to mean a driving force or state
of need deficiency which inclines a person to
behave in a particular manner, or to develop a
capacity for certain types of behavior. The urge
to act in a certain lway may be generated by
physioleogical or psychological needs or states
(including unconscious and conscious thought
processes) of by external stimuli or by some

combination of those.

~Gender role orientation/values:

This is a concept which places emphasis on gender.
It is often used to explain work attitudes of women
as major differences exist between women with
traditional gender role values and those with non-

traditional gender role values. It is assumed that
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women with traditioﬁal gender role value derive
more satisfaction from being housewives than from
employment outside the'home; while those with non-
traditional gender role values view work inside the
home as a weak source of satisfaction compared to

work for pay outside the home.

Sex—-typical Jjobs:

These are jobs that are traditionally dominated by
a particular gender group (male or female), and are

therefore stereotypically labelled.

Sex-atvpical Jjobs:

These are Jjobs that are stereotypically unsuitable

for a particular gender group (male or female).

Stereotyping:

This refers to forming an instant or fixed ficture
of a group of people. Without any other
information or experience, stereotypes are used to
generalize and exaggerate from this one fixed

image.

Prejudice:

This refers to pre-judging an individual or group
of people. Prejudiced attitudes are based on
negative and inéorrect pieces of ’informaﬁion’.
These attitudes are used to rationalize unequal
treatment, which in turn reinforces these same sex

stereotypes and prejudices.
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Discrimination:

Discrimination is an action or behavior based on
prejudiced attitudes and feelings. Employment
discrimination occurs when an individual or group
of people 1is treated differently from others,
resulting in a limitation of their job
opportunities., Discriminatory behavior attaches
importance to physical differences between people
and results in unfavourable treatment of people
baéed on those feelings. There are however two
sources of discrimination in work organizations.
Intentional discrimination takes place when an
employer’s attitudes towards member of certain
groups hinders their'employment opportunities. For
example, an employer may refuse to hire a woman for
a non-traditional job because of a belief that it
is "man’s work". Another form of intentional
discrimination is harassment. This can take the
form of slurs or jokes that demean members of a
gender group. For example, sexual harassment may

include withholding privileges in returns for

sexual favours, unwelcome touching, 1eéring or
comments. ~ On the other hand, systemic
discrimination does not originate from  the
prejudice of individuals, but rather from

assumptions and traditions that are part of the
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employment system. For example, because these
discriminating barriers often exist even when
employers'do not intend to discriminate, for this
reason, they are much more difficult to detect.
Systemic discrimination has the effect of
constraining behavior in advance, aé when a man
refrains from applying for a4 secretarial position

or a woman for a managerial one because they

- perceive the unlikeliness of their succeeding.

Therefore, directly or indirectly, aspirations are
governed by these perceptions.

behaviour

Work

The study of organizational behaviour historically
has used three basic unité of anaiysis: the
individual; the group; and the organization, A
micro approaéh to organizational behaviour focuses
primarily on the first.two units of analysis - the
behaviour of individuals and groups within
organizations. Béhaviour of people within
organizations includes . attitudes and other
processes which become expressive or méasurable at
the 1level of cognition. It is theoretically
assumed that workers with negative work attitudes
often readily express such behaviour as high labour
turnover; absenteeism; - tardism; and

insurbordination (indiscipline) among others. In
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this study, apart from cognitive measures of
attitudes, emphasis is placed on such behaviour
like 'absenteeism’ and ’insurbordination’ expressed
by workers in work groups, and across gender

groups.
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CHAPTER FOUR

RESEARCH METHODOLOGY

This chapter focuses on the following -

- Tﬁe selection of industries

- The population and sample

- Method of data collection

- Pre-test

- Problems encountered in the field
- Procedure for Data analysis

- Limitations of the study

4.1 The selection of industries

The data for the study were collected from 5 factories in
Lagos (Lagos being a major commercial centre in Nigeria).
Preliminary visits were made to various establishments in
Ilesha, Ibadan and Lagos. The nature of factory {(technology)
and the size of female labour force made .Lagos the most
suitable location for the survey.

The establishments surveyed are -

a. May and Baker (Nig.) Ltd., Ikeja (henceforth
referred to as M & B).

b. Guinness (Nig.) Ltd., Tkeja {henceforth
referred to as GNL). '

c. Nigerian Textile Mills, Ikeja (henceforth
referred to as NTM).

d. Christlieb (Nig.) Ltd., Apapa (henceforth
referred to as XLB).
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e. Cadbury (Nig.) Ltd., Agidingbi (henceforth
referred to as CNL).

The five companies above were selected because of the
size of their female labour force which was higher than other
21 manufacturing companies visited during survey

preliminaries.

4,2 The population and sample

The data for this study were collected from the above
named manufacturing companies of multinational standard.
Detailed historical profiles of the respective companies are
given in Chapter 5, while method of sample selection is
discussed under method of data collection. However, Table 1
shows the population distribution of workers in managerial
positions in the five companies surveyed. Eighty-six percent
of those in'managerial positions are men while only about 14%
of them are women. Women in managerial positions are mostly
junior or middle level managers, while the men occupy the more
executive positions as senior managers and executive
directors. Six percent of the total population of managers .in
the companies surveyed are represented in the survey sample
(that_ is, 14% of the female managers, and 5% of the male

managers).
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Table 2 shows the distribution of professional and
technical staff, 20.5% of whom are women while 79.5% are men.
This cadre is attracting a lot of women in the recent times.
During the survey period, we came across a new crop of female
accountants, public relations officers and administrators.
Eighteen percent of the total sample fall into this category
(that is, professibnal women ) . The heterogenous nature of
occupations found within this hierarchy was responsible for
selecting a higher percentage of the sample here.

Table 3 presents data on clerical and unskilled staff.
It should be noted that the figures we have on this table
include those of casual workers and staff in branch factories
or depots. The casual labourers could not be included in the
survey because they do not enjoy the same entitlement as the
permanent staff. Womén. are more than men in the casual
labourer category, from observations. Since Jjob description
in the clerical/unskilled category tends to be homogenous, the
selected sample tends to be small compared to the overall
population. However, the relatively high population of
workers here does not mean a lot éf variety in terms of work

experience.
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TABLE 1

Population/sample distribution of managerial staff

in

"MGNXC® - (January, 1988%)

NAME OF POPULATION SAMPLE RESPONSE
EMPLOYER MALE FEMALE MALE FEMALE | MALE FEMALE
M & B 90 9 10 9 6 2
GNL 195 35 10 10 11 5
NTM 65 11 10 10 4 2
XLB 150 15 10 10 5 1
CNL L168 37 10 10 6 5
TOTAL LGGB 107 50 49 32 15
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TABLE 2
Population/sample distribution of professionals &

technical staff in 'MGNXC' - January, 1989
NAME OF POPULATION SAMPLE RESPONSE' MALE
EMPLOYER MALE FEMALE MALE FEMALE FEMALE
M & B 96 27 217 20 27 11
GNL 270 70 21 21 21 21
NTM 88 156 20 15 14 8
XLB 155 43 20 20 16 10
CNL 86 24 20 20 16 11
TOTAL 695 179 108 96 94 61
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TABLE 3

Population/sample distribution of clerical & unskilled

staff in 'MGNXC’' - January, 1989

NAME OF POPULATION SAMPLE RESPONSE
EMPLOYER MALE FEMALE | MALE FEMALE | MALE FEMALE
M & B 73 108 15 15 10 14
GNL 1,342 258 15 15 8 3
NTM 2,015 182 15 15 14 5
XLB 1,158 248 15 15 3 10
CNL 973 110 15 15 7 5
TOTAL L?’561 906L 75 75 42 37
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4.3 Method of data collection

The primary data used for this study were collected
during series of interviews conducted among a selected sample
of M & B; GNL; NTM; XLB; and CNL (the five companies are
generally referred to as ’'MGNXC’ in this study). The
interviews were conducted in "MGNXC’ between January, 1989 and
November, 1989. The methods of data collection include -

- Saﬁple Survey
- The dase Study Approach
- Direct obser&ation of production workers

A review of company/government policy records on

workers conditions of service.

\

4.3.1 Sample survey

The interview survey was carried out using a structured
questionnaire. At this level, a maximum number of 453 sample
from ’MGNXC’ was aimed at. Since all the five companies
surveyed have relatively large male labour force compared to
female employees, what determined the sample size was the
relative population of female labour force. This is to allow
comparison along gender lines, and across Jjob hierarchies.
The initial aim was to interview at least 80 respondents from
each company. The respondents were chosen using the
stratified sampling technique. The stratification variables

are sex and type of Jjob done (whether blue collar or white
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collar). To select within each cell, simple random sampling
technique was employed. The random table was used in
selecting from a prepared list of workers. However, out of

the intended 453 sample from the five companies, only 281

responded well to our interviews. The sample interviewed
represents a cross-section of workers in ’'MGNXC’, that 1is,
from the managerial to the unskilled. The survey sample

therefore meets the objectives of this study, for the interest
is not on presenting a precise representation in terms of the
total employed population, rather, the main focus was on major
work groups through whom we could measure gender factors and
patterns of work attitudes and behaviour among male and female
industrial workers. Thus, at the first level, interviews were
conducted using structured questionnaires.

The questionnaire was structured out into three sections.
Part one contained questions on persoﬁal data (sex, age,
religion, marital status, education, background, and nature of
present job). These questions are imperative since personal
variables play important roles in determining one’s values,
attitudes and perceptions.

Part two of the questionnaire contained questions on work

history and present condition of work. Information was
sought on previous Job; 1length of service with present
employer; income level and allowances; absenteeism;
recruitment; in-service training; promotions; and

discrimination level as - each respondent compares
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himself/herself to other workers of the same/opﬁosite gender.
Questions in this section focused on the extent to which
discrimination exists between and among gender groups. Part
three of the questionnaire contained questions on wvalues,
attitudes and perceptions of these workers. This section also
contained general gquestions on gender relations and gender
orientation values.

Briefly, measures of major variables (independent and
dependent variables) are discussed Below -

a. Independent Variables

The independent variables used 1in this study are
categorized into three groups. They are:

- personal attributes

- structural variables

- systemic variable (i.e. influence

cf the larger social system).

It is assuméd that organizational opportunity structure
is dictated by personal, organizational and systemic
variables. Kanter7 opined that organizational opportunity
structure is dictated by the differentiated hierarchical form
of organization, which in turn defines +the ways people
perceive themselves and their jobs. Beyond this, it 1is
assumed here that men and women who share the same life and
work experiences likely exhibit the same types of work
"attitudes and behavior. Gender differences in work attitudes

and behavior are best explained therefore by looking at these
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three elements (gender/personal attributes/organizational
variables/systemic variables),

(1) Personal variables

Personal attributes are measured by looking at the
following variables:

- educational status

- marital status and

- whether or not married with children

Educational status:

Education continues to serve as a central factor
influencing access to modern labour market employment and the
type of job and salary level obtained. Education opens
resources and opportunities which include the removal of

MQ. Education

traditional sanctions and customary restraints
and earnings have been found to be positively related, and it
has been used to explain wage differentials between the
sexeswofm. In the present study education is treated as

a personal variable because educational achievement often

depends on individual capability and intellect. Although we

189Oppong, C., familial roles and fertility: some labour policy
aspects, Proceedings of the Expert Group on Fertility and Family,
New Delhi, 5-11 Jan., 1983, New York, United- Nations 1984,

190Shields, N., Women in the urban labour markets of Africa:
the case of Tanzania, Working Paper No. 380, Washington, World
~ Bank, 1980,

131 House, W. J. "The status and pay of women in the Cyprus
Labour Market", in R. Anker and C. Hein (eds.) Sex inequalities in
urban employment in the Third World, London, The Macmillan Press
Ltd., 1986, PP. 117 - 170,
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believe there could be structural constrains on the individual
effort to attain a higher educational 1level, however, more’
often than not, the individual’s level of education determines
job placement. Within the modern industrial enviyonment,
individual would have attained a certain level of educational
status before consideration for employment.

In the present study, three questions were asked in
relation to respondent’s educational status. The questiops
are -

- What was 7your highest educational qualification
when you joined this establishment?;
- Have you imprpved on your educational qualification
since you Jjoined the establishment?
- How many years did you spend in school altogether?.
Level of education is <classified into the following
categories:
- No formal education;
- Primary/Modern school;
- Secondary/H.S.C./Trade Centre;
- OND/NCE/SRN;
- HND/University Degrees, and equivalents.

Marital Status

Marital status is measured by giving respondents five
options to choose from. The options arée -single; married;
divorced; widowed or separated. It is assumed that within the

present socio-economic context, both men and women have
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financial commitments to their homes, and are therefore likely
to shelf the traditional views which assumed that the raising
of children is the prerogative of the mothers. It is assumed
here that the presence of children in the family reinforces
for both men and women, the need to work and 'make it’.

11 Structural variables

The study assumes that structural variables directly
influence workers work attitudes and behaviour. For example,
aspirations, work commitment and other attitudes showing
attachment to the organization could be aroused by a dramatic
improvement in organizational opportunity structure.

Important structural variables measured include:

- occupational status;

- income level;

- promotion prospects and advancement;

- existence or none existence of perceived gender
discrimination in both objective and subjective
conditions of work.

Occupational Status

Occupatipnal status is treated as a structural variable
here, although there could be personal influence, for part of
what determines occupational placement are personal
attributes, for example, educational attainment; yet the
duties and rights attached to a particular position is
organizational based. Also, two people with the same

educational qualification are not necessarily placed on the
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same Jjob hierarchy.

Series of questions were asked to assess occupational
status and the types of responsibilities attached to such
status. The questions are -

- What is the official designation of
yvour present job (that is, specify whéther a
spinner; an accounts-clerk; a manager etc.);
- What is the Department (section) where you now
work?;
- Are you responsible to immediate superyisors?;
- Do you have direct subordinates?;
- Have you ever held a supervisory position?.
Inéome Level:

It is assumed that income 1level, though dictated by
educational level and type of job; it is more often than not
part of +the organizational function. ' Each organization
decides its salary structure, thus, workers with the same
experience and qualification may end up having different
incomes depending on type of employer. In testing the study
hypotheses, income level is treated as a structural variable.

To document the income level of the respondents, three
questions were asked. They are -

- what is your entry salary per annum?;

- what is your present salary per annum?;

- can you estimate your allowénces (see Appendix A,

Q.4(c) for +the full 1list of items on which
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allowances could be given).

Promotion prospects

To measure promotion prospects, the following questions
were asked -

-, what year did you receive your last promotion?;

- what year are you due for the next promotion?;

- are you sure your next promotion will come at the
expected time?;

- if you get to a managerial position, which of the
following would you most desire; or is most likely
to happen? (see Appendix A, Q.10(f) for the full

list of items supplied).

Perceived gender discrimination at work

In order to measure the possibility of gender
discrimingtion in the workplace, respondents were asked to
assess both objective and subjective conditions of work, as
they compare themselves to opposite/same gender in a
comparable job level.

The respondenté were to aséess the following objective
conditions of work - - salary;

- fringe benefits;
- taﬁ per month (P.A.Y.E.);

- training;

promotion.
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To measure gender discrimination in the subjective
conditions of work, the respondents were to compare themselves
.to the opposite/same gender in the same establishment and at
comparable ‘job level, assessing the encouragement received
from the superiors (male/female) and co-workers (male/female)
in order to advance in work; to improve in Jjob performance;
and to improve general well-being (see Appendix A, Q.8).

In analyzing gender discrimination, a composite index of
gender discrimination is made by summarizing the objective and
subjective indices of gender discrimination respectively, and
also, respectively for both opposite and same gender. In a
gender discrimination scale, the following values are given -

- lower is given the value of 1;

- same 1s given the value of 2;

- higher is given the value of 3;

- don’t know and not applicéble are given the value

of zero;

- for the wvariable +tax, the weighting scale 1is

reversed, that is, lower is 3; same 1is 2; while
higher is 1.

For the objective conditions of work, the composite index
of gender discrimination varies from 5 to 15, while for the
subjective conditions of work, discrimination index wvaries
from 4 to 12. To make the distribution of respondents by
composite index of gender discrimination more meaningful, é

value is created for different classes of discrimination. For
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example, index 05 to 08 indicate a high level of
discrimination in terms of the sﬁecified indices; index 09 to
11 indicate no sign of discrimination in objective conditions
of work as one compares himself/herself to opposite gender;
while index value 12 to 15 show that the respondent has been
positively favoured, and if there is discrimination, such is
to his/her févour. Incomplete index 1is used when it is
impossible to calculate the discrimination level because
responses are made outside the scale 1 to 3 (that is, such
respondents must have ticked ’don’t know’ or ’not applicable’
- both of which are given the value of zero).

Relatiqnships within and across different groups ({see

Appendix A., Q.9(b)) are also descfibed using the same
indexing as presented above. The groups include -
i. superiors (male/female);
ii. co-workers (male/female);
iii. subordinates (male/female).

Descriptive caﬁegories of such relationship are valued as
follows:

- not very cordial has a value of 1;

- strictly official has a vélue of 2;

- official and cordial has a value of 3

- very cordial has a value of 4;

- not applicable has a value of zero.

1iii. Systemic variable

In order measure the .influence of ideological wvalues
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emanating from the larger social system, questions were asked
on respondents gender orientation value or gender role
orientation. It is assumed that the cultural belief about the
acceptable roles for men and women has a strong role to play
in individual’s view of work outside the family environment.
The cultural beliefs about sex roles are measured by finding
out respondents’ gender role orientation.

Gender role orientation {(GRO)

The study views patterns of work attitudes and behaviour
across gender focusing not only on personal characteristics
and organisatioﬁal structure, bﬁt also on extra-organizational
factors, for'example, ideological values. Respondents’ gender
role orientation is assumed to be_ a by-product of
institutional factors, particularly cultural and ideological
values. It is assumed that those with traditional gender role
value would tend to be conservative in their attitudes towards
women’s work roles (that is, they would prefer for women
housewife roles and sex segregated roles, while respoﬁdents
with modern gender role orientation will tend to support women
working outside the home and women who compete with men for
the best jobs). It is therefore assumed that individual
gender role value can influence job attitudes.

Fourteen items are listed +to measure GRO, while
respondents choose one of the four differently weighted
options supplied (that is, totally reject (1l); reject (2);

~accept (3); and totally accept (4) (see Appendix A., Q.20).
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The GRO index varies from 14 to 56. Respondents with 35 index
and above are classified as having traditional GRO; while
respondents with less than 35 index value are classified as

having modern gender role orientation.

(b) Dependent Variables

The following measures of work attitudes and behaviour -
are treated as dependent variables. They include - |

- work aspiration;

- work commitment;

- work orientation (value);

- work éatisfaction;

- work alienation;

- work involvement;

- job motivation and

- perceived fémale bosses attributes

The measures of each of the above concepts are discussed
below.

(i) Work aspiration

"Aspiration" in psychological terms, involves goal-
setting, effortful striving and providing feedback about
success or failure, which can 1lead to adjustment of
aspiration. According to Kanter7, aspirations are not
necessarily low to begin with, they may be lowered as people
encounter the realities of their job situation. That 1is,

things may become evaluated as less desirable as they become
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less likely.
To measure workers’ work aspiration, the following
guestions were asked -
1. do vou aspire to mbve into the highest cadre in
vour profession while in this establishment?;
ii. what is the probability that yoﬁ will be promoted
to this position before the end of your careef
here?.

ii Work commitment:

Commitment has been severally measured in order to
document the place of ’work’ in the human life. Some social
scientists focusing on the negative consequences of the
changes brought about by industrial capitalism argued that the
modern industrial work is exploitative and thus ’work’ which
is supposed to be a central life interest, has been rendered
’meaningless’mz. As earlier argued in the literature review
chapter, the dichotomy between work and non-work life has led
to sex-segregated models in explaining the relationship
between work and man (whereby the job model, which treats the
work people do as a primary independent variable, is being
used to explain men’s behavior on and off the Jjob; whereas,
the gender model, which ignores job and working conditions and

emphasizes personal characteristics and relationships to

family situations, 1is being used to explain the behavior of

192Seeman, M., On the meaning of alienation, American
Sociological Review, 24, December 1959, 783-791p.
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women on and off the job).
The assumption in this study is that work commitment is
a feature of high level of labour adaptation as sﬁggested by

Olokowg, and Inkeles and Smithm4, and a response to

situational factors”&lw, which could be on and off the job
for both men and women.

To measure work commitment, seven major indices were
used. This is shown in the series of questions asked which
include -

- if you were to go back to the age of 15 years and
start life 'all over again, would you choose a
different occupation from the present one? (this
question seeks to know the extent to which the
respondent is committed to his present job);

- if you were to go on voluntary retirement today,
what three things will vyou miss most in your
present job? (this question intends to find out the
aspect(s) of work that the individual values most);

- g€iven an alternative employment, will you leave
this job or remain in 1it?;

- do you ever wish you could work at your Jjob on

evenings and weekends? (this question intends to

193

Oloko, 0., Influence of unplanned versus planned factory
locations on worker commitment to industrial employment in Nigeria,
Socio-Economic. Planning science, 7, 1973, 189-207p.

19‘;Peace, A., Choice, class and conflict: a study of Southern

Nigerian factory workers, Oxford, Harvester Press, 1879.
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measure the extent to which individual’s work
commitment is affected by other responsibilities
outside the work environment, for example, domestic
responsibilities);

- do you regard the success and failures of this
establishment as vyour own personal success and
failures?;

- what can you say is your level of commitment to the
organization? (commitment scale ranges from low;
medium; to high);

- if by some chance you won a lottery or inherited
enough money to live comfortably without working,
do you think that you would still continue to work?
{this is a question adapted from the study of Morse

195). The question is expected to measure

and Weiss
the extent to which economic necessity 1is central

to salaried work (see Appendix A., Q. 11 and 12(a)

- (b)).

1ii. Work orientation/value

A major feature of the action approach is using actor’s
definition of +the situation to explain actor’s social
behavior. Two major approaches are used in measuring .worker’s

orientation to work in this study. First, to ascertain the

195Morse,.N. C, and Weiss, R. S., The function.and meaning of
work and the job, in Nosow, S. and form, W. (eds) Man, work and
socliety, New York, Basic Books, 1962, 29-35p.
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work wvalues of individual worker, the question used by

198 in measuring work values was adapted

Mortimer and Lorence
- "if you were offered another occupational position, which
of the following features of a job would be the most important
to you in deciding whether to accept the offer?". Fifteen
different job facets are supplied, while respondents are to
choose from four options, assigned with different weights -

- very unimportant is weighted 1;

- unimportant is weighted 2;

- somewhat important is weighted 3

- very important is weighted 4.

To build a composite weight for orientation to work, the
measures of work value are divided into two major groups, that
is, measures of extrinsic work wvalues (material and
relational):; and intrinsic work values (non-material aspect of
work). Variables 1 to 7 on the list of work values (see
Appendix A., Q. 12(d)) are treated as intrinsic factors; while
variables 8 to 15 (Q. 12d.) are treated as extrinsic factors.
Composite weight of intrinsic work orientation values varies
from 7 to 28; while those for extrinsic work orientation
values varies from 8 to 32, To compute the level of a
respondent’s work wvalues, his index are added for both
intrinsic and extrinsic facets of Jjob respectively. For

example, the maximum value for intrinsic value is 28 while the

196Mortimer, J. T. and Lorence, J., Work experience and
occupational value socialization: a longitudinal study, American
Journal of Sociology, 84(8), 1979,
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minimum is 7. The midpoint between 7 and 28 is calculated to
be 17. It is therefore decided that a respondent with 18
index value and above have high intrinsic values; while a
respondent with less than 18 index value has poor intrinsic
value.

In the same vein, the composite weight of extrinsic value
rahges from 8 to 32 index value. Using the same method used
for intrinsic values, a respondent with 20 index wvalue and
above, is to be classified as placing high emphasis on
extrinsic values while a respondent with less than 20 index
value tends to place emphasis on extrinsic values.

The second approach to be used in measuring work

orientation is finding out how each worker defines and

describes the activity he regards as ’work’. This approach is
adapted from Weiss and Kahn197 and David Thorns198 in
studying the meanings individuals give to work. This study

provides seven different definitions of work derived from the
two studies named above. lWhere none of the seven definitions
is acceptable, a respondent is given the chance to supply his
own definition.

iv., Work Satisfaction

Job satisfaction refers to an overall affective

orientation on the part of individuals toward work roles which

197Weiss, C. H., and Kahn, M., Definitions of work and

occupations, Social Problems, 18(2), 1960, 144p.

19,

198Thorns, D. C., Work and its definition, Socioclogical Review,

November 1971.
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they are presently occupying. The concept of job satisfaction
is measured in a variety of ways, for example, explaining Jjob

, . . . 150 .
satisfaction in terms of personal variables™ ; in terms of

. . i . . .
work role characterlstlcsjg; and in terms of work orientation

factors (that is, motives for working)w%lw.

Even though causes of job satisfaction are
multidimensional, while it is possible to be satisfied with
one dimension of the job and be dié—satisfied with the other,
it is still assumed here that it is possible for individuals
to balance these specific satisfactions against the specific
dis-satisfactions and thus arrive at a composite satisfaction
with the job as a whole“g. A measure of overall job
satisfaction was developed based on the responses of workers
to level of satisfaction with different job facets including
gender factors. To measure job satisfaction in the present
study, three questions were asked -

- how satisfied are you with different-aspects of

vour Jjob (19 different variables were used);

- looking at all aspects of vour present Job, how do
you feel about the Jjob in general?;

- if for example you are dis-satisfied with your
present job, which of the following factoré are
responsible for your sticking to the Jjob? (7
variables were given).

In resbonse to the first question above, respondents were

to pick one out of 4 listed options (very dis-satisfied, dis-
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satisfied, satisfied and very satisfied) in respect to 19 job
'facets. These four options were assigned different weights,
ranging from 1 - 4. To compute a composite value of job
satisfaction, the minimum index value for the 19 variables
were added up, while the maximum index value for same were
,also added. This gives a minimum value of‘19 and a maximum
Value.of 76. The midpoint between 19 and 76 was calculated to
be 47, It was therefore decided that respondents with 48
index value and above should be classified as dis-satisfied
with their jobs. The same process was used to distribute
respondents to those with extrinsic and intrinsic Jjob
satisfaction. The first 8 wvariables were classified as
intrinsic satisfaction factors, while variables 9 - 19 were
classified as extrinsic satisfaction factors. Thus, for
intrinsic satisfaction index, the value varies from 8 - 32;
while those with 20 index wvalue are classified as having
intrinsic dis-satisfaction. For the extrinsic factors, the
'values vary from 11 - 44, while those with 28 index value and
above are classified as having extrinsic satisfaction and
those with less than 28 index value are those with extrinsic
job dis-satisfaction. Respondents who did not respond to all
the gquestions were treated as having incomplete index.

Ve Work alienation:

This concept has become a major topic in the study of
work attitudes within the industrial labour market. Karl

Marx, who was concern with the dehumanizing effects of
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industrial capitalism over individual worker, coined the

192

concept of work alienation, while Seeman in a later writing

identified +the different dimensions of work alienation.

181

Blauner”, measured work alienation focusing on the type of
technology. Since then, both ’objective approach’ and
'subjective approach’ have been used to measure work

alienation (that is, the effects of structural characteristics
of the orgaﬁizational structure and the attitudes of workers
to these structural characteristics of work and the
workplace).

With due coﬁsideration to both objective and subjective
indices of work alienation, 12 structured questions were
asked, while a composite index wvalue of the 12 variables was
built in order to obtain a single measure of work alienation
for each person. A composite index value of work alienation
was made, with respondents with 30 index value and above taken
as not alienated, while those with less than 30 index value
are takén as alienated (Appendix A, Q14, variables 1-12).

vi. Work involvement

Work involvement was also measured in the same way as Jjob
alienation. Work involvement is a feeling of identification
with work. It was measured using ten different items. (see
Appendix A., Q.14b variables 13-21.) which help to identify
the extent to which individual worker has a feeling of
attachment to work, A composite index value of work

involvement was got whereby respondents with 25 index wvalue
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and above are taken as highly involved; while respondents with
less than 25 index value are said to be non-involved with
their work.

vii. Job motivation

One of the central concerns of this study is to classify
some of the basic needs which people try to satisfy by
working, and by extension, to argue that what motivates a
worker depends on individual needs. Using sex as a dependent
variabié, the study seeks to find out whether there are
variations in the pattern of Jjob motivation between men and
women..

Seven different variables were used to measure workers’
motivation (see Appendix A., Q.18a). The variables are -
financial rewards; Jjob security; work that is mentally
challenging; good conditions of work (fringes and allowances);
friendly co-workers; promotion prospects and gender equality.

The seven motivational factors were weighted such that a
factor which is ranked first carries 7 points, the second
carries 6 points and down to the seventh which is given one
point. The total points for each factor is divided by the
number of respondents to arrive at an average rank for each
factor.

viii. Perceived female bosses attributes

In order to measure relationship between gender and -
authority in the workplace, ten attributes which may or may

not be true of female bosses were listed, while the respondent
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chooses one of the four differently weighted options supplied
(that is, strongly disagree = 1; diségree = 2; agree = 3; and
strongly agree = 4) - Appendix A, Q. 166). A composite
measure of perceived female bosses attributes is made for
discrete descriptions.

This variable is important for several reasons. One, it
helps us to measure the relationship between gender and
authority in the workplace. Two, it helps us detect the
extent to which such relationship is due to gender
stereotyping, or otherwise due to personal attributes of
femaleness. Three, it also helps us to ascertain the extent
to which women bosses are accepted as leaders in their own
rights, or otherwise the type of antagonisms facing them at
work.,

Since the aim is to look at the woman’s world in its
totality, other variables are used to help measure
relationship within the household level; assessment of
protective legislation (state interference); the relationship
between women and other interest groups (for example the
labour unions) and the extent to which the society provides
basic facilities (for example, availability of dayvcare
facilities, housemaid and other mother surrogates).

ix. Work behaviour

To measure differences in the behaviour of male and
female workers included in this survey, using absenteeism as

an inde, respondents were asked to sum up days/weeks/months
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each worker has stayed off wopk within a specified périod?
because of the following -

- personal health brobléms;

- c¢child illness;

- maternity leave;

- spouse illness;

- examinations;

- social celebrations etc. (see Appendix A, Q.4g).

Also, bosses were asked to assess problems peculiar to
supervising men and women, such that tendgnciés for
insurbordination within and across gender groups could be
measured,

4.3.2 The case study approach (indepth interview)

For the necessary background information, and to document
the specific experience of employers/supervisors who work
directly with women; and the unique experience of workers in
sex—-atypical Jjobs, a case study approach was used. An
indepth-interview was conducted among the following people. -

i, the Personnel Manager (or its representative);

ii. Sgpervisors/Foremen (male/female);

iii. Labour Union officials (male/female);

iv. Workers in sex-atypical jobs (male/female).

Four different interview guides %ere constructed to
solicit information from the four different.groups listed

above, A total of 36 respondents were interviewed at this

level. All the 36 respondents also responded to the first-
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level interview conducted with structured questionnaires.
The case study was necessary in order to document specific
experiences not contained in the structured questionnaire,

4,3.3 Direct observation:

Direct observation of employees involved in production
process was also made. This helped to document the conditions
under which men and women work. A review of each company’s
service handbook was made in order to obtain information on
the general conditions of service. The information in the
service handbooks is compared to government condition of
service circular in order to document the extent to which the
various companies implement policies related to female labour
force participation,

4.4 Pretest

A pretest of the structured questionnaire for the
interview survey was carried oﬁt using the five factories
selected for the study. The pretest helped to identify
questions that appear unclear to respondents, and it also
helped to ascertain the usability of the dgquestionnaire in
general.

The pretest was personally carried out by the researcher
between the month of January and February, 1989. Not only was
it difficult to find industries with relatively high rate of
female employment, direct access to workers was also made
problematic, This was because interviews were not allowed

during the production process.
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Respondents (especially males) wondered why women have
suddenly become a research issue in an era when more women are
being educated and are allowed to compete with men for jobs.
In fact, some of the top managers (men) felt women could as
well stay at home if they feel discriminated against at work,
for the managers argued, ’there are thousands of men waiting
out there to be employed’. Twenty-six (26) out of the 50
questionnaires administered and returned were half-filled.
The gquestions left unanswered were mostly the open-ended
gquestions and other sensitive questions asking for actual
salary level and other personal data. A lot of
inconsistencies were also recorded in the responses provided
in the self-administered questionnaires.

With proper consideration for reliability and validity
measures, some of the questions in the questionnaire schedule
had to be reconstructed after the pretest. In order to secure
more usable data, it was decided that the study be carried out
as a personal interview.

4.5 Data collection procedures:

The researcher, assisted by 3 trained research
assistants, carried out the interviews. The research
assistants are -

i. Mr. Biodun Omoleye (who has an M.Sc degree in

International Relations).
ii, Mr. Abass Adeyera {(who has a B.A. degree 1in

History);
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iii. Mr. Gbenga Brown :(who has an OND in Business
Administration).

The study enjoyed the wealth of knowledge of the three
research assistants who had been involved in field research at
different levels. Most of the indepth interviews were tape
recorded and later transcribed and analyzed.

4,6 Problems encountered in the field:

Generally, gaining entry into any of these companies was
not without problems. More than twenty companies were visited
before the five companies surveyed were selected. Apart from
the general low population of female workers in most of the
companies visited, most emplo&ers feared interference by
‘researchers. Some employers feared being exposed, while
others thought their employees might be unnecessarily exposed
and incited agéinst them, and thus distabilising the work
process. Many of the employers were particularly careful
about exposing their production line to strangers. As soon as
the employers were assured our genuity, they gave necessary
supports and relaxed some of their rules 1in our favour.

On their own part, employees exhibited loyalty to their
employers and would not do anything that would make them lose
their Jjobs. It therefore took sometime before we finally
gained the confidénce of the employees. However, many of our
respondents claimed that our gquestions were too personal, and
time—consuming. Some who insisted on self-administration of

the questionnaire, collected the questionnaires and never
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returned them. Others declined the use of tape recorder for
recording responses. Some showed disappointment in earlier
researches, since, according to them, the findings of such
researches never made direct impact on their work life and
daily living.

Almost all the establishments were reluctant to release
their official records for our use. The service handbook was
seen as a private property, and the information therein was
supposed to be kept secret. Most of the interviews were
carried out during lunch breaks since interviews were not
allowed while performing official duties. This limited the

 number of interviews conducted in a day. However, the senior

1
|

"staff were more flexible about the use of their time.
!Majority of them were interviewed on appointments.

i4.7 'Procedure for daté'analvsis:

i The data collected were processed by the computer main
fframe. The first 1level of data analysis is the use of
frequency distribution. This technique gave information on
the general aistribution of the respondents with respect to
"about 384 variables. The second level of data analysis is the
use of cross-tabulation of dependent variable apd one or two
independent variables. This permits the testing of
hypotheses, and estimation of coefficient for determining the
magnitude of relationships among selected variableé. The
preference for a ﬁore descriptive analysis 1is bécause the

study itself 1s rather exploratory, while much of the
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descriptive details could be lost wusing more rigorous
statistics. However, the logistic regression model is used to
statistically quantify the relationship between the study
independent variables and the dependent variables (i.e. when
sex is not controlled for). The logistic regression model
which is a multivariate statistical technique, is used +to
predict a binary dependent variable from a set of independent
variables. The dependent variable only has two values i.e. an
event occurring or not occurring. The relationship between
the independent variable and the probability of a dependent
event 1is non-linear. The probability estimates is always
between 0 and 1. The relationship between each of the
independent variables and work attitude probabilities 1is

derived using the logistic regression model below -

1

Prob (event) =

where B0 and Bl.are coefficients estimated from the data, X is
the independent variable, and e is the base of the natural
logarithms, approximately 2.718;

For more than one independent variable, the model becomes

- Prob (event) = 1

1 + et

where Z is the linear combination.
Z = Bo+B1X1+B2X2+oo--aou---.-n.Bpo-

The qualitative data collected using the case studies
approach were analyzed and summarized. The findings at this

level shed more light on basic concepts measured in the more
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structured questionnaire technique. The qualitative data
revealed the unique experiences of men and women in sex-

atypical jobs which tend to be hidden from the structured

questionnaire.
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CHAPTER FIVE

SETTING AND BACKGROUND

This chapter describes the location of study; and gives
brief profiles of the five establishments surveyed; " and
presents a sumamary report on directAobservation and case
studies. This chapter serves as a background for
understanding the quantitative data presented in chapters 6
and 7. The chapter is therefore sub—divided into the

following sections -

1. Research Setting

2. Organizational Profile of MGNXC

3. Direct observation of MHNXC production lines

4, Labour policies at MGNXC

5. Nigerian Labour Legislation

6. A brief assessment of the Nigerian Labour
Legislation; and conditions of service in the

surveyed establishments.
7. Empirical evidences from case studies describing
the social environment of work.

5.1, Research setting

Historically, Lagos Island was settled by people from the
Nigerian hinterland. It became a port of call for Portuguese
merchants who later christened it Lagos de Curamo because of
its prominence during the slave trade in the 17th and 18th
centuries. Lagos, which became the administrative capital of

Nigeria in 1914, has grown to become the country’s main
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commercial centre and its chief port. It is the second
largest urban complex in the country after Ibadan. The area
claims two per cent of the nation’s population on less than
.02 percent of its land.area. . Lagos handles the greatest
percentage of the country’s export and import with an urban
complex of more than two million people. As the major port,
Lagos attracts people from all over Nigeria and commercial
entrepreneurs from West Africa and other parts of the world.

Industries are concentrated in Ilupeju, lkeja, Apapa and
Yaba. The astronomical development of industries in Lagos has
been attributed to the fact that Lagos has Nigeria's major
port, thus, offering minimum cost of transportation of goods
from the port to the site of factory; the development of
infrastructures for distribution of goods to other states in
the federation; availability of skilled manpower; and the bid
and ready market for consumption of the products of the
industries.
5.2. Organizational profiles of the surveyed industries

(MGNXC)

This section briefly presents a short historical

background of each of the five companies surveyed; and their
labour policies.

M & B was incorporated in Nigeria on 4th September, 1944
under the name May & Baker West Africa Limited, and is one of
the oldest established Pharmaceutical Companies in West

Africa. By 1979, it completed the sale of 60% of its share
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capital to indigenous Nigerians. The remaining 40% is still
held by May & Baker Ltd. (the parent company with its head
office in Dagenham, a member of the world wide Rhone-Poulene
group.

Initially, the company’s principal activity was the
distribution of May and Baker Ltd. products, but by October,
1977, it completed a factory built in Ikeja, Lagbs, whiéh was
one of the first Pharmaceutical Manufacturing Units in
Nigeria. Production commenced on lst November, 1978 and the
company is well-known +through its Nivaquine preparation,
sulphonamide, among others.

Its range of products also include Flagyl and
Phenothiazine derivatives, all of which are distributed
through out Nigeria with buffer stock held in Depots in Kano
and Aba,. Apart from medical products, the company is also
responsible for the development of chemical business both from
May & Baker Ltd. and Phone-Poulene.

Guiness Nigeria Ltd. was incorporated in Nigeria in 1950
and initially imported Guiness Stout brewed in Dublin for
distribution and sale in the Nigerian market. By 1960, a
decision had been taken to build a brewery and manufacture
guiness stout. in Nigeria.‘ The first brewery was built at
Ikeja and commissioned in November 1962, and became only the
third business Brewery 1in the world, the other two being
located in Dublin, Eire and at Part Royal in London. 1In 1970,

the Ikeja Brewery was expanded and its production capacity
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doubled. In 1974, a second brewery to produce Harp Lager was
commissioned at Benin City, and following the immediate
success of Harp in the Nigerian market, the brewery was
expanded in capacity by a further 40% by 1976. To meet the
growing demand for guinness stout, the company decided to
build a third brewery and by the end of 1978? this new brewery
was commissioned at Benin city to produce guinness stout. To
meet the high demand for Harp Lager, the fourth brewery was
built at Ogba, Ikeja and commissioned in November 1983,
twenty-one years after the first brewery at Ikeja.

The Nigerian public owns 60% of the shares in the company
while the balance of 40% is held by Guinness Overseas Limited
and Atalataf Limited. As at 31st August, 1988, the
shareholders’ funds was K203,124,000.00.

'The contribution of Guinness Nigeria Limited to the
national economy lies not only in providing direct employment
generated for thousands of other Nigerians engaged in the
production of bottles, crown corks, crates, cartons, labels
among others. Guinness Nigeria Limited generates considerable
internal revenues to Government through the payment of Excise
Duties, Import Duties and Company Taxation.

The Nigerian Textile Mills Limited was incorporated in
Nigeria in February 1960 with a share capital of
¥1,000,000.00. The total cost of the original installation
was X¥5,000,000. The original partners were the Western

Nigeria Development Corporation (now Odua’s Investment Company
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Limited), Arcturns Investment and Development Limited Company,
subsidiary of the Chase International Investment Corporation
and the Technical partners whose shares are held by Amentital
Holdings Registered Trust. Since incorporation, the
authorized share capital of the company had been increased to
N11.56 million of which K6.96 million had been issued and
fully paid as the end of 1984.

The Mill became officially operational on the 1st
September, 1962. NTM is presently one of the largest mills in
Nigeria. With ¥18 million expansion programme embarked upon
in 1979, by 1881, the machinery capacity of the mill stands at

Spinning - 47,000 spindles

432 rotors

Weaving - 779 picanol looms

34 sulzers
?roduction cépacity are for -

Spinning - 5,000,000 kilos per annum

Weaving - 36,000,000 metres per annum.

: The Mill has a fully integrated unit comprising a
spinning department, a weaving department, a complete
processing department capable of dyeing, bleaching, printing
and finishing about 45 million metres of cloth annually in a
Gariety of styles as well as auxiliary sections such as
mechanical and electrical workshops, boilers, stores and
éffices and a Power house with generators installed for total

capacity of 9,350 KVA,
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The products of the mill are sold all over Nigeria
through network of its principal distributors which include
SCOA Textiles, UAC, CFAO, UTC among others.

Christileb Nigeria Limited started primarily as a trading
company in 1928, All sorts of commodities were imported and
sold, Later, with industrial growth, the company turned into
manufacturing. Presently, the company is engaged in both
marketing and manufacturing.

XLB is'a public quoted company, and the size dJf the
labour force is 1,200 as at December, 1988. The company has
all its production plants in Lagos while other branches in
Kano, Ilorin, and Onitsha serve as warehouses to the company.

XLB manufactures the following products - snowhite
toothpaste, bubble-gum, trebor, danacane, denaleen cream,
pengo (pain-reliever), kingsugar, battery safe (distilled
water), stick sweet, and trebor lucky among othérs.

The company spent about N6,849,000.00 on human labour
‘between January and December, 1988, showing the extend of the
company’s operations.

Cadbury Nigeria Limited is an off—shoot of Cadbury Export
Limited of United Kingdom. Cadbury’s operations in Nigeria
dates back to 1956 when it was developing the sales of Pronto.
With the steady increase in the Séles,‘a decision was made to
build a depot in Apapa, in 1959.

In December 1963, the depot was extended to include a

small production unit which primary concern was packing the
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bulk of pronto and bournvita from England into tins, The
production of bournvita fully started in 1965.

Following series of research works, Goody Goody and
Tomapep were launched in 1966, By 1965, following steady
development, and growth of CNL, it was incorporated as an
autonomous arm of Cadbury Schweppes Group. The preéent
lfactory in Agidingbi, Ikeja, started in 1966, This factory
‘faced initial set-back in business because of the Nigerian
civil war, but has boomed since the end of the war &ears.
Other new products are now introduced - Tom Tom; Miki Miki;
Buttep—mint; Bazooka and Malta sweet. Sales rose to N67.22
million in 1979 from ¥8.5m in 1972 with the Company’s fixed
assets standing at well over N20m. In 1976, Yeyves, a health
and chemical arm of the business was added. These products
include Air freshner, Washing up liquid, medicol and Attack (a
well known insecticide).

In 1976, CNL became a public company when in August that
vear it offered for sale to the Nigerian public 2,679,000
ordinary shares. It now hasvover 23,000 Nigerian shareholders
with an equity participation of 60% in compliance with Nigeria
Enterprises Promotion Decree of 1977.

CNL’s distribution system is fully indigenised, with 200
distributors in all the states of the Federation and about 10
trading companies. CNLs sales offices are located in Lagos,
Ibadan, Kaduna, Jos, Kano, Enugu, Aba, Benin, Sokoto,

Maiduguri, Ilorin and Makurdi.
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One important area of CNL activity is to develop skills
and improve efficiency of staff at all levels. To this end,
training resources and " facilities within and outside theA
country are utilized.

In addition to costly investments in plant and machinery,
Cadbury regards people - its employees at all levels - as its
greatest asset. As a demonstration of that belief, workers’
welfare forms the cornerstone of CNL Industrial Relations
activity. Meals are served free to all junior staff; and to
‘senior staff at highly subsidized rate. Transport ffom
selected points to the factory is free while a well equipped
clinic on site provides health care, supplemented by private
hospitals within Lagos metropolis.

On the whole, each of the companies surveyed is divided
into interdependent functional departments, to meet specific
objectives. There are such departments as Personnel; Finance;
Technical /Production; and Marketing departménf. Each
department is headed by a manager, assisted by middle level
and Jjunior level managers. At the apex of the structural
units is the Managing Director or executive Chairman’s office,
headed by the Managing Director/Executive Chairman/General
Manager. The Managing Director is assisted by Deputy Managing
Directors who are in charge of expansion, procurement of raw
materials, equipment, public relations, secretarial functions
and legal offices. The Managing Director’s office is

responsible directly to the Board of Directors, who occupy the
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apex of the organizational chart of each company.

5.3 Direct observation of MGNXC production lines

In order to describe the physical environment of work, a
direct observation of MGNXC production workers was made. The
subsequent paragraphs present a brief summary of the
respective observations.

Textile Mills:

In the textile mills, the various production sections
visited include - the blow room; the carding and drawing
section; spinning section; cone winding section; wrapping
section; sizing section; weaving section; processing section
and make-up section.

In the blow room, the workers at work at the time of
observation were all men. Here, workers engage in lifting and
opening up bales of cotton from the store room. They blow out
the cotton to make it suitable for manufacturing. The blow
room is usually hot and stuffy, while threads of cotton fly
around at will. The workers are unprotected from the flying
threads of cotton.

In the carding and drawing section, the blown cotton is
turned into fibre form. The machine operators in £his section
are all men. Also the atmosphere is usually heavy and crowded
with cotton shreds and fumes.

The spinning section 1is the hottest part of the
production section in fhe textile mills. Women were mostly

employed as spinners until recently. At the time of
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observation the spinning operators were all men, aged 40 years
and above. The men looked thin and aged.

The ratio of employment in the cone winding section for
men and women is 2 to 1, According to our informant, the
policy of the company is that women should not be allowed to
work in this section. The women present at the time of the
observation were those women redeployed there (on humanitarian
grounds) from the catering department (during the period when
most workers found to be redundant in various departments were
retrenched).

In the wrapping and sizing sections, men are mostly
employed, and they engage in continuous processing,. The
weaving section which used to be filled with female weavers,
now have all male weavers.

At the time of survey, all the 400 weavers were men,
Also in the processing séction, which involves dying, and
printing, the operators are all men. The excuse given for non
employment of women is principally because of acidic fumes
which is believed could cause sterility and abortion in women,
The atmosphere is usually stuffy, with sharp odour in the air.

All the workers in the make-up section are women (except
that +the supervisor 1is a man). The women gloss the
manufactured cloths, cut them into sizeable bales, and
sfraighten out rough ends. The make-up section is not as hot
as the other sections of the production line (although it

could be unbearably hot during the sunny days). About 50
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women were present in the make~up room when it was observed.
The room appeared over-crowded. During informal chatting with
the women in this section, they exhibited their disfigured
fingers, caused by continuous use of scissors. Men usually
hate wérking in the make-up section because of the monotony

reportedly experience there.

Pharmaceutical Production Line:

The different production sections observed include the
storage section, processing section, packaging section and the
quality control section.

Raw materials are .received and kept in the storage
building. Raw materials are off-loaded using heavy fork-
lifts, No woman is found in the storage section, while the
men here are mostly people with very low education.

Seventy-five percent of manufacturing work is carried out
in processing section. Raw materials are weighed, labelled,
processed and transferred to the granule stores. About 90% of
workers in this section are men, while work activities involve
a lot of 1lifting of heavy stuffs. Workers are dressed
covering their noses and eyes. Boiling room is the hottest
part of this section, While only men are allowed to work here,
The use of Jjewelry is not allowed in this section, while
workers, by rule, appear in uniforms.

All manufactured_'drugs are packed (both tablets and

syrups) in the packaging section. There is no much heat here,
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‘except that the workers remain standing through out the day.
Women are 99% of the workers in this section. Male
supervisors and technicians stand around for possible machine
break-downs. About 80% of casual workers employed by the
company are women in the packaging section.

The quality control section is a chemical laboratory
where raw materials and manufactured drugs are tested for
quality and standard. The ratio of men and women here is
about 1 : 1.

Compared to the textile mills, the production line here
is less stuffy and neater. Workers appear neater and smarter
while the general work environment is beautiful, neat and

quiet.

Breweryvy Production Line:

The production of beer starts from the main laboratory
and ends in the bottling laboratory. The certified laboratory
preparation is sent to the production plant for processing,
after which it is bottled, corked/crowned by the crowning
machine, labelled, and crated. Pasteurizing machine is used
to ensure freedom from contamination during the process of
bottling and crowning.

Women are not allowed to work on the production line
because of the frequency of industrial accident (bursting of
bottles and other forms of accidents on the machines). At the

time of observation, two ladies were working in the production
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line as plant supervisors. Both expressed great excitement
working in the plant.

Security apparatus include eye goggles, hand gloves,
booths, and over-alls. All workers in the production line
here, enjoy special life insurance as plant operators (a
privilege which is not found in other companies surveyed).

Men are placed in strategic points as_sighters, keep-
managers, and safety guards.

The environment is clean and it is regularly washed after

each production.

Beverage producing companies:

Two of the surveyed industries manufacture condiments,
and beverages (chicken cubes; sweets; bournvita, trebor etc.).
As a result of the resemblance in their production lines,
observations made in the two companies are summarized here
under the same heading.

The production unit is divided into two major sections,
viz - the compress and the boiling'section; and the packaging
section. The compress section has heavy machines (used in
milling/mixing), and are mostly operated by men. The
atmosphere is usually stuffy and hot, however, the section is
well ventilated, unlike the textile mill. The boiling unit is
extremely hot, while 98% of workers here are men (this tfend
is the same in the two companies). Activities in this seqtion

are automated, except that the temperature tends to be very
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high and uncomfortable.

{_ The general observation shows that apart from poor
-ventilation and heat, the environment of work in the two
industries are quiet, neat, and peaceful. Workers in the
prgduction units work like members of a happy family, with
oééasional chatting, especially when the supervisor is out.df
sight).

" In the packaging section, the machines are lighter to

'
i

oﬁérate, but appear monotonous. Women are mostly found in
this section, and they are engaged with wrapping, labelling
én& packaging of manufactured products. The packaging section
is not as hot as the‘compress and the boiling section, but the
section 1is ©poorly ventilated. For example, during the
observation, electricity supply Was cut off. by NEPA, and
suddenly, the peppery scent of the ﬁroducts, added with
stuffiness, had a choking effects on the workers.

Women are about 95% of workers in the packaging sections,

although majority of them are casual workers, who have very

low education.

5.4 Labour Policies at MGNXC

Each company provides for every employee the conditions
of employment and company rules and regulations handbook. The
handbook gives guidelines on work conduct, salary and wage

policy, work operations and incentive schemes. Common to the
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five establishments surveyed are the following basic policies-

from

i,

ii.

iii.

iv.

vi.

to give every employee the chance of proving his
ability to qualify for a better position in the
company. ‘

to give equal opportunity for engagement and
promotion on the basis of merit, diligent service
and conduct, depending on the occurrence of
vacancies.

to prevent all discrimination on grounds of sex,
race, tribe, colour, religion, mnationality or
opinion. ’

to pay fair rates of wages and salaries; regard
honesty, loyalty and integrity to the company.

to give every employee the opportunity when
necessary to deal directly with management, raise
any matters affecting his work and express his
opinion freely.

to recognize freedom of association for its
employees.

to encourage loyal and efficient service by
providing suitable security and conditions of work
to all employees.

On the other hand, each company expects the following

its employees:

i,

ii'

iii.

to serve the company faithfully in any part of
Nigeria and obey all lawful instructions given
them;

a sense of personal responsibility and pride for
the quality and quantity of work produced, based on
the principle of a fair day’s work for a fair day’s
pay;

to develop a high standard of productivity and

efficiency and to reduce loss of time to a minimum;
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iv., +to devote the whole of their time and energy and
ability during working hours to further the
interests of the company and to refrain from
actions or occupations likely to be detrimental to
those interests;

V. to loyally cooperate and work in harmony with
fellow employees and management.

Generally, in all the companies surveyved, the
occupational position of each worker dictates the general
conditions of service., The senior staff earn more wages, and
fringes, while they are also entitled to more working days
annual leave, compared to the junior and intermediate staff.
Also, gender serves as basis for certain conditions of
service. For example, a woman is entitled to a maternity
leave and casual leave to attend to a sick child while the
husband is not. Even among female employées, the individual’s
marital status determines the type of leave she is entitled
to. For example, a female worker who is not legally married,
is not entitled to paid maternity leave.

In the subsequent paragraphs, we shall discuss maJjor
features of the general conditions of service (common to all
the companies surveyed).

a. Hours of work:

A five day working week of forty (40) hours is the normal
schedule for all the b companies’ work operations. Employees

in the managerial positions adjust their time to meet the



-193-
contingencies of their jobs. While the managerial and other
administrative staff generally resume work by 8 a.m. and close
by 5 p.m. with a one-hour lunch break; the machine workers
have shift work shedules with their lunch break twice a day).
For example NTM mill operates 3 shifts 5 days a weel. The
basic hours of work is 44 hours per week for workers working
shifts. The work schedule for shift workers is:
Monday - Friday - 10 p.,m. to 6 a.m.
6 a.m, to 2 p.m,

2 p.m. to 10 p.m.

Satﬁrday - 10 pom. - 6 a.m.
6 a.m. - 10 a.m,
10 a.m. - 2 p.m.
For day duty workers, the fime schedule is 8 a.m. - 4
p.m. (Monday through Friday); and 8 a.m. - 12 noon for

Saturday.

The daily routines in other companies (except M & B which
does not run shift duties), follow the above pattern. Office
workers are expected to sign an attendancé register while the
factory workers clock in and out. Generally, the hours of
work for drivers, salesmen, security guards, and gatemen are
adjusted to the requirement and satisfactory performance of
their duties. They work outside the scheduled hours of work
and in excess of basic hours of work.

(b). Salary Scales:

Satisfactory work will normally result 1in annual
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increment effective at a specified date every year, subject to
scale ceilings and 1local +trading conditions. After an
employee has reached the maximum salary of his grade, his
salary will remain unchanged until éromotion to a higher grade
with a higher pay. To sum this up, the companies do not grant
annual salary/wage increment routinely, rather, each company
reviews and reasseses payment for work based on merit and job
evaluation. Promotions are made from within to vacancies that
may arise, on the basis of length of service, ability,
competence, personal records and behaviour.

(d). Staff Provident Fund:

The staff provident fund exists jointly with the gratuity
scheme for the benefit of the workers. While all employees
(young and old) partake in the provident scheme, only retiring
employees aged 50 yeafs or 55 years (who had spent at least 5
yvears with' the employer) are entitled to the retirement
gratuity.

{e). End-of-service gratuity:

This is made available to confirmed employers who have
worked in the company for not less than 5 continuous service
vears (such might be less than 50 years of age).

(f). Retirement:

Retirement age for both men and women is 55 years,
although one of the companies still maintains 860 years for
male workers and 55 years for female workers,

(g). Redundancy:
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Redundancy 1is an involuntary and permanent loss of
employment caused by an excess of manpower. The selection of
staff to be made redundant is done by the management, who
takes into consideration such factors as length of service,
efficiency, ability, diligence, reliability, and fitness for
work and loyalty. Due to excess of manpower, employees who
are redundant are therefore terminated.

(k). Education and Training:

Each company recognizes relevant training done as part-
time course, and other professional examinations. This could .
lead to increase in salary or a regrading to a higher post at
a specified period of the year. This is also subject to
performance on the job and availability of vacancies. Three
of the companies surveyed, have formal training schools
exclugively for their staff to train and retrain. In most of
the companies studied, +training period for promotion is
between three to six months.

(i) Punctuality and Time Keeping:

All employees are expected to be at their places of work
at or shortly before their official starting time. Repeated
lateness after due written warning will result in termination
of appointment.

(j). Engagement:

All employees are engaged on probation for a duration of
three to six months, after which confirmation of appointment

is given 1in writing. Senior staff are generally confirmed
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after a period of three months.
(k). Transfer:

All the employers mandate their employees to work at any
place within the Federation of Nigeria Qhere their employers
require such service.

(1). Fidelity:

In each company, trade secrets, processes or inventions,
papers, books or document are treated as secret and
confidential, and should not be disclosed to any unauthorized
person(s).

(m)., Maternity Leave:

Any female employee with not less than six months service
and who is permanently engaged in full time capacity, is
entitled to maternity benefits, subject to compliance with the
following rules:

i. produce a medical certificate from a medical
practitioner stating that her confinement will
probably take place within six weeks,

ii. inform the management and apply for maternitylleave
within one week of the date of receiving the
medical certificate.

Subject to the above conditions, the female employee

proceeds on maternity leave as follows -

i. six weeks before confinement at the rate of 100% or
75% of her basic salary (depending on the policy of

the particular employer).
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However, the unmarried pregnant mother is only entitled to
maternity leave without pay.

Nursing mothers are allowed for that purpose half an hour
twice each day for six months during the working hours. After
duration of maternity leave, an employee is expected to serve
at least one month before proceeding.on annual leave, which
will be given without pay.

{n). Compassionate/Casual Leave:

This is granted in case of emergencies affecting the
employees direct relations such as death of
husband/wife/children/real brother/sister/parents and in-laws
or other urgent personal matters.

Compassionate leave with pay may be given up to 7 days in
a year. Any extension will be counted against annual leave or
granted without pay.

Casual leave up to 7 days per annum may be granted
without pay.

(o). Annual Leave/Allowance:

Paid annual leave is granted only after 12 months of
continuous employment with any of the employers. The leave
allowance is subjeqt to minimum of one month basic salary, or
a specified percentage of annual basic salary. Annual leave
ranges between 2 weeks and 5 weeks depending on occupational
status.

(p). Dress/Uniforms:

Dress should be suitable for the work in hand (in the
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interest of safety) and reflect a certain moderation in
keeping with business, as opposed to leisure.
Uniforms are issued free of charge to drivers, gatemen
and Works and the canteen staff.

(a). Medical Treatment:

Except in cases of emergencies, medical treatment must be
authorized by the Personnel Manager or his nominee.

None of the surveyed companies bears the cost of surgical
operations, nor of any dental, ophﬁhalmic, aural, maternity or
venereal disease treatment, nor of artificial 1limbs or
surgical appliances. Medical treatment is not provided for
the family of any employee if a junior staff, whereas, for the
senior staff, a wife and four children are provided for (if a
man). If a woman, and a senior staff, only the children can
receive medical treatment at the company’s expense.

(r). Annual Report:

Before the end of each financial year, an annual report
on the performance of employee is prepared by the employee’s
immediate supervisor to the head of department. The progress
of an employee in each company depends wholly on this report.

(s). Unauthorized Absence:

Any absence of an employee for three consecutive days
without permission and without a medical certificate from a
recognized doctor is regarded as an abandonment of duty and is
treated with dismissal.

(t). Shift allowance:
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Shift allowance for morning and afternoon shifts is 10%
of basic salary; while it is 15% of basic salary for night
shift workers.

{u). Housing allowance:

This wvaries between Jjunior and senior staff, While
housing allowance is fixed for both Jjunior and intermediate
staff, for the senior staff, it often depends on basic salary.

(v). Transport allowance:

Most of these emplovers provide their staff with free bus
transport service. The management staff are entitled to

company’s car and a driver.

5.5. Nigerian labour legislation:

The aim of this section 1is to document established
constitutional and legislative provisions which protect female
employment in Nigeria. The legislation which govern
employment in the country include -

i, Law Decree No. 21 of 1974

1i. The Trade Disputes Decree 1976

iii. The Trade Disputes (Essential Services) Decree No.

23 of 1976;

iv. The Trade Unions Decree No., 31 of 1973;

V. The Factories Act of 1958;

vi. The Workmen’s Compensation Act;

vii. The National Provident Fund Act of 1961/Pension Act

Retirement Age for men and women 60;
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viii,. The 1979 Nigerian Constitution, Section 39
(guaranteeing the right to freedom from
discrimination, and thereby providing men and
women with equal rights to employment).

From the above listed legislation, only 2 of them (The
Labour Act of 1974 and 1979 Nigerian Constitution) make
specific provisions cohcerning female employment.

Specific provisions relating to women workers found in
Part III, sections 53 to 55 of the 1974 Labour Act are
enumerated upon below-

Maternity Protection:

1. - In any public or private industriél or commercial
undertaking or in any branch thereof, or in any agricultural
undertaking or any branéh thereof, a woman -

a. shall have the right to leave work if she
produces a medical certificate given by a
registered medical practitioner stating that
her confinement will probably take place
within six weeks,

b. shall not be permitted to work during the six
weeks following her confinement.

c. if she is absent from her in pursuance of
paragraph (a) and (b) above and had been
continuously employed by her then employer for
a period of six months or more immediately

prior to her absence, shall be paid not less



;201—
than fifty per cent of the wages she would
have earned if she had not been absent, and
d. shall in any case, if she is 'nursing her
child, be allowed half an hour twice a day
during her working hours for that purpose.
2. Subsection (1) (c) above . shall have effect
notwithstanding any law relating to the fixing and payment of
a minimum wage.
3. No employer shall be liable, in his capacity as an
employer, to pay any medical expenses incurred by a womén
dﬁring or on account of her pregnéncy or confiqement.
4, Where a woman -
a. is absent from her work in pursuance of subsection
(1) (a).or (b) above, or
b. remains absent from her work for a longer period as
a result of illness certified by a registered
medical practitioner to arise out of her pregnancy
or confinement and to render her unfit for work,
then, until her absence has exceeded such a period (if any) as
may be prescribed, no employer shall give her notice of
dismissal during her absence or notice of dismissal expiring
during her absence.
5. In subsection (1) (d) above ’child’ includes both a
legitiméte and an illegitimate child.

Night Work:

1. - Subject to this section, no woman shall be employed on
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night work in a public or private industrial undertaking or in
any branch thereof, or in any agriculturél undertaking or any
branch thereof.
2. Subsection (1) above shall not apply to women employed as
nurses, in any public or private industrial undertaking or in
any positions of management who are not ordinarily engaged in
manual labour; and in any proceedings brought under or in
connection with the said subsection (1), it shall be a good
defence if it is shown to the satisfaction of the court trying
the proceedings that -

a. the night work in gquestion was due +to an
interruption of work which it was impossible to
foresee and which is not of a recurring character,
or

b. the night work in question had to do with raw
material or materials in course of treatment which
are subject to rapid deterioration, and 1t was

necessary to preserve such materials from certain

loss.
3. In this section ’night’ means -
a. as respects industrial undertakings, a period of at

least eleven (or where an order under subsection
(4) below applies, ten) consecutive hours including
the interval between ten o’clock in the evening and
five o’clock in the morning, and

b. as respects agricultural undertakings, a period of
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at least nine consecutive hours including the

interval between nine o’clock in the eveniﬁg and

four o’clock in the morning.
4, The Commissioner may by order permit the eleven-hour
period mentioned in subsection-(3) (a) above to be reduced to
ten hours on not more than sixty days in any one year in
respect of any industrial undertaking if he 1s satisfied that
the undertaking is influenced by the seasons oflthe year or
the reduction is necessary because of special circumstances.
5. The Commissioner may by order exclude from the
application of +this section  those women covered by a
collective agreement in fofce which permits night work for
women, but before making such an order the Commissioner shall
satisfy himself that- adequate provision exists for " the
transportation and protection of the women concerned.

Underground Work:

1. Subject to subsection (2) below, no woman shall be
employed on underground work in any mine.
2. Subsection (1) above shall not apply to -
a. women holding positions of management who do not
perform manual labour, or
b. women employed in health and welfare services, or
c. women who in course of their studies spend a period
of more training hours.
d. any other women who may occasionally have to enter

the underground parts of a mine for the purpose of
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a non-manual occupation.

Regulations:

The Commissioner may make regulations prohibiting or
restricting, subject to such conditions as may be specified in
the regulations, the employment of women in any particular
type or types of industrial or other undertakings or in any

process or work carried on by such undertakings.

Offenses:
1. Any person who, being the proprietor, owner or manager of
any industrial, commercial or agricultural undertaking

contravenes any provisions of section on maternity protection
shall be guilty of an offence and on conviction shall be
liable to a fine not exceeding ¥200 or to imprisonment for a
period nqt exceeding three months or to both.

2. An person who employs a woman in contravention of the
sections on night work and underground work shall be guilty of
an offence and on eviction shall be liable to a fine not
exceeding MN100 or to imprisonment for a period not exceeding
one month or to both.

The Federal Military Government approved the underlisted
fringe benefits for women public servants with effect from lst
of June, 1979 -

1. Allocation of Quarters/Rent Supplement to women, where
husband and wife work and live in separate towns; and
where a husband and wife who work and live in the same

town are legally separated and documentary evidence
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normally accepted as proof of the dissolution of such
marriage is produced.

2. Leave Bonus/Transport Grant to both male and female
officers

3. Paid maternity leave to married female officers. The 12
weeks maternity leave is annual leave consuming.

4, 12 weeks maternity leave to unmarried female officers
without pay; the leave is also annual leave consuming.

5. Payment 6f children’s allowance to female officers on
national assignment abroad who have full responsibility
for the custody and maintenance of their children; so far
the children are born within wedlock.

6. Facilities to wvisit family at government expense dﬁring
course of instruction abroad for two academic years or
more.

7. Free medical facilities for women public servants and the
wives of male public servants including pre-natal and
post-natal treatment (as from 1st August, 1979).

By 21st of December, 1984, the Federal Military Government

made a revision of some fringe benefits whereby the facilities

to visit family at government expenses during courses of
inspection abroad were suspended; while free medical
facilities for women public servants and wives of male public
servants re: pre-natal and post-natal treatment were canceled.
Also, the maternity leave which was formerly taken six weeks

before and six weeks after confinement will now be taken at a
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stretch counting from the date the female officer commences on
the leave. For the married female officers, the maternity
leave is with full pay while for the unmarried female officer,
the maternity leave is without pay.

Despite attempts at integrating women into policy~making
positions since the 1979 Nigerian Constitution, today, no
woman is represented in the country’s highest law-making body,
the Supreme Military Ruling Council.

5.6 A brief assessment of labour legislation and

conditions of services in the surveved

establishments

While some of the special protective legislation
currently available in the country conform to International
standards, others are not. For . exanmple, the maternity
protection contained in the Act of 1974 conforms with
International standards, although the qualifying period is six
months or continuous employment with a particular employer
immediately prior to the due date of the leave, whereas in a
place like Great Britain the expectant mother should have been
continuously employed for a period not less than two years at
the beginning of the expectant week. Although the 1974 Labour
Act prescribed maternity pay of 50 per cent of the worker’s
salary, it is a happy news that many of the employers today
pay women full salary (100%) dﬁring the maternity leave.
Also, that expectant mothers can now take the 12 weeks (for

unmarried mothers) or 18 weeks (for married mothers) at a
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stretch is an imprbvement on the law, but a gap still exists
between married and unmarried mothers. The latter are not
only entitled to less period of maternity leave, such a period
is-also without pay. Although at the face value, the labour
law in trying to legislate against immorality, the implication
of such a law on the quality of life of the unmarried mother
is questionable, for most of the unmarried mothers might have
been deserted by the fathers of the would-be children. Such
women therefore do not only suffer emotional pains but also
economic deprivations. The extent to which a labour law in
this respect turns itself to a moral law is questionable, for
in a free society, the individual’s decision about his/her
social life should be respected and protected.

On the part of the private employers, who are largely
profit oriented, payment of maternity leave allowances and the
cost of temporary replacements needed during the maternity
leave period, may lead ﬁo undocumented prejudice against
female employment. At every opportunity an employer will
likely prefer to employ men at the expense of women.

In all the survey industries, the one hour break given to
nursing mothers (for the purpose of breast feeding) is taken
one hour before the official closing hour, meaning that
nursing mothers close one hour earlier than others. This is
done giving cognisance to infrastructural problems, including
distance of home to workplace; traffic congestion and

transport cost where nursing mothers are without
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personal/official cars. However, it is believed that one hour
for nursing purpose is grossly inadequate and inappropriate.
Although the maternity protection law forbids an employer from
terminating a woman’s employment during the maternity leave,
such law does not protect employment termination shortly after
resuming from maternity leave.

Another major problem with the maternity protection
legislation is that the law exempts both employers in the
private and public employment from the responsibility of
paying for expenses incurred by a female employee in lieu of
pre-natal and post-natal medical services. This contradicts
the employment provisions of free medical services as long as
a worker remains in an employment (for not all ailments during
pregnancy have direct relationship with the pregnancy). This
also contradicts the value of a woman not only as a worker,
but as a medium of producing future needed manpower. The
woman therefore bears the physical inconveniences and risk
involved in being pregnant, and also bears the cost singly on
behalf of the society which she continues to service.

The medical care arrangement which also discriminates
between married men and women (in terms of what each gréup is
entitled to re: extending medical benefits to spouses) is
nothing but an unequitable distribution of rewards, and could
have implications for women’s work attitudes. So also,
medical arrangement which exempts the family of a junior staff

and all casual labourers from medical benefits has implication
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for the quality of life of these workers, and more importantly
for the women. For example from observation, women are in
higher percentage among the casual labourers, while majority
of the total employed women are predominantly in the Jjunior
cadre.

Although the night work protection legislation is made in
recognition of the dual role of the woman as a worker and a
mother/wife, it is believed that the legislation could be more
flexible whereby a woman readily decides what hour is
convenient for her. It is also believed’that the scope of
workers currently included in this protection law (nurses,
women in management and other welfare services) is rather very
small. To encourage more opportunities for the femalés, the
category of women who could work night shifts should include
telephonists, hostesses, newécasters, clerical staff and any
other job which the women themselves are ready to undertake.
However, adequate provisions need be made for the security of
these women, as well as their male counterparts.

Although a great need exists to make special protection
laws for women, . however, such laws should take into
consideration not only the nature of the women, but also the
direct impact of such a protection on the employers of labour
who may turn around using such laws as a prejudice against
employment. To sustain protective legislation for women might
mean enforcing employers to have a certain minimum gquota for

the employment of women as this will serve +to ensure
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continuous employment of women.

A major issue which is difficult to address and document
is the cultural myth of gender relations which is so basic to
the type of treatment women receive both at home and at work.
However, because of the enduring‘nature of such myths, it
might inveolve elaborate public education programme to change
the general view about the place and the roles of women in the

society.

5.7 Empirical evidences from case studies describing the

social environment of work

To collect detailed information on the social environment
of work, the case study approach was used to elicit
information from 36 workers from the following categories -
management; supervisory; workers in sex-atypical jobs and
labour union executives. Four different interview guides were
constructed and used for the 36 respondents (19 males and 17
females). The respondents interviewed here, were also
included in the main interview survey. On the whole, 5
management staff; 10 supervisory staff; 13 workers in sex-
atypical jobs; and 8 labour union executives were included in
the case studies.

The responses from these workers provide further
information on labour policies, and likely deviations from

documented evidences provided in hand books.
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5.7.1 Management staff

All the 5 personnel managers interviewed are all men.
Women were not included in this category because we found it
more relevant to c¢lassify such women as workers in sex-
atypical Jjobs. Issues explored include policies relating to

gender; and attitudinal questions.

a. Policies relating to gender

i. Recruitment

When these managers were probed on recfuitment patterns
and policies, it was reported that most of the employers do
not have a strict policy on whom to employ (whether male or
female), although, sometimes, the natﬁre of the job dictates
the gender to be employed. Thus, one of these managers
reported -

"it is cleariy stated on the requisition form the
type of gender to be employed. If it’s female, it
will be stated there, if its male, it will Dbe
stated. At times it may be open for either male or
female",

The above statement reveals a support for job
segregation. A common feature of all the establishments
surveyed is that most of the female employees are concentrated
in the administrative secticns, while the production line 1is
predominantly a male affair.

A notable feature of the workers in the production line

(revealed during interviews with managers) is that the few

female production workers in key professional positions are
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usually recruited depending on performance during"a one-year
industrial attachment’ with their respective companies.
Quoting one of the managers -
"a vyoung lady who shows exceptional ability and
interest whilst on a one year industrial attachment
with the company could be employed as a permanent
staff in the production line. Otherwise, the best
the company does is allow some of these females to
spend their one-year attachment here, as this is
needed for the award of their degrees".

When the same manager was probed further on how many of
such girls have been retained in this company, he said only
one had been retained for full employment. This trend is the
same in other companies surveyed. Very few among the women on
industrial attachment are retained; while on the other hand,
very few female technical professionals are employed in
general.

Dominant social values about femininity and masculinity
are used to define job requirements and job placement. For
example, it is the policy of all the companies surveyed not to
allow women to work in the so-called high-risk production
seétions like -

- the processing section of the pharmaceutical company;

- the bottling section of the brewery;.

- the spinning; weaving; printing and +the boiling

sections of the textile mills;
- and the oven area of the beverage producing

companies.

Thus, one of the personnel managers argued in favour of
i
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job segregation saying -

"it is to the favour of the woman that she does not work
in certain sections of the production line, for example,
a woman is not allowed to work as a boiler operator
because of heat and because the job requires a lot of
physical strength, and thus most of the times, men are
preferred as processors because of the task of lifting
pounds of sugar......." '

However, female supervisors identified moral issues
involved in Jjob segregation. It is argued that "a place not
too healthy for women to work, is likely to be also unhealthy
for men". This points to health hazards prevalent in Nigerian
industrial sector which more often than not, has made most of
the industrialists unwilling to allow researcher into work
environment.

A chat with some of the women factory workers revealed
that such a segregation of job'based on gender considerations
are nothing but part of male chauvinism. This was beautifully
described by one of the female informants (a 50 year old woman
working in the make-up section of the textile industry) -
Question: - "Ma, would you say your employer is fair in

making sure that women are not allowed to work
in the spinning area which tends to be
unbearably hot; and other sections which may
be needing male extra physical strength?"
Response: - "Don’'t mind them my child, there is nothing
extra-ordinary in those sections. I have been
working here before I had my first baby and I
never had a single miscarriage. Today, I am a
proud mother of 5 children. I had worked in
all the sections beautifully well. In fact, I
trained most of the men that now work in the
spinning and the weaving areas. But do you
know what they do as soon as I train a man, he

takes over my position. It is like they are
pushing me round the sections to build up
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confidence in the men. But what happens
today, those women who worked hard in those
gsections have been  pushed out by the
frustrations they impose on us. For example,
if I were to be younger than I am now, I would
have left rather than becoming redundant in
the make-up section where continuous cutting
of cloth has deformed my fingers. Can you see
the fingers yourself?. Yet, after 25 years of
employment all I earned myself is ‘mama of
everybody and not even the least supervisory
position.."

The above quotation explains some of the negative
attitudes of employers towards women, culminating on
employer’s inability to select the best person (man or woman)
for the best job because of over emphasis of sexist facts.
Women are thus denied the opportunity offered by the new
complex technological advancement. Recruitment trend in the
surveyved industries (as reported by the managers) confirms
that where a man and a woman are prima facie qualified for a
job, the establishment mostly employ the man. No doubt,
policy favouring Jjob segregation also helps to create "job
ghettos", that is, Jjobs with little economic security and

little opportunity for advancement for women. Thus, a

personnel manager in the brewery company said -

",...the company prefers the female secretaries because

women add some spice to the work environment and they are
better image - makers ..."
Another personnel manager from a pharmaceutical company) said,

"it is the policy of the company to put women in the packaging

section which demands a lot of concentration and dexterity".



-215-
Hence, because men are generally "restless", they have been

found to be unsuitable for the packaging work.,

ii. Training:

It is the policy of the employers survéyed to make
training available to all workers ‘irrespective of gender.
Thus, each worker is exposed to a series Qf training
prdgrammes during the induction period and subsequently
thereafter. Preference is not given any gender as such, rather
during annual appraisals, training needs are identified and
those men and women found deficient 1in particular areas of
their jdbs are retrained. The general trend is that there are
more needs for training in the technical and production
departments, and because men are mostly found in these
sections, they tend to receive more trainings compared to
women and men in other departments. At other times, a
pregnant woman may lose training opportunity to the officer
next to her pending her deliveryn Hence, for women, pregnancy

often hinders the opportunity to train.

iii. Promotion:

Generally, promotions are not automatic, but are given
depending on vacancies. Other factors considefed before a
person can earn a promotion include length 6f service,
ability, competence, personal records and sometimes physical

appearance, All the managers included in the case study
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confirmed that promotions are relatively faster for men
because women'’s employment tends not to be continuous because
of maternity leaves, and other eiiéencies demanding women’s
attention in'the home (like children getting sick or attending
to a sick husband). An industrial relations manager when
interviewed said -

"a woman who is a hard worker does not necessarily lose

her promotion because of a single maternity leave, except

it becomes so frequent (like a yearly event)....."

Productivity is measured at the group 1level 1in the
production line (that is, meeting group targets); while at
the office level, it 1is very ‘difficult to quantify
individual’s wbrk. Promotiong, more often than not,
principally depends on the recommendation given by a boss on
his/her staff., It is often impossible to control for bosses’
biases.

Although promotion could be sometimes spontaneous
depending on | acquisition of additional educational
training/qualification; or due to innovativeness of a
particular worker, often, promotion is a bi-yearly event.
Generally, promotion is not automatic, except there is an
existing vacancy to be filled. Promotions tend to be higher
in the senior/middle levels while, i1t is very slow in the
junior staff level, particularly among the unskilled.

Policies on firing are guided by redundancy, personal

records and often nature of job.
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b. Attitudes towards female emplovment

Series of attitudinal questions were asked to document
managers’ attitudes towards female employment. They were
asked about particular problems they encountered having female
or male wofkers; thereby making subjective assessment of
employees Jjob performance (that is, by making a gender
comparison).

The managers reported encountering different problems
working with men and women respectively. It seems the major
problems encountered with female employees are mainly the
problem of women having to combine household responsibilities
with work roles; and sometimes infidelity. A manager in the

pharmaceutical company) remarked that -

"a married woman has complex problems. When you employ
her you employ the whole family, that is, her husband,
children and herself. When one of the team is sick, the

woman is also sick «......."

A textile manager gave a very broad description of females’
problems with work. He said -

"the problems of the females are rather complex, whether
single, married or divorced, women have specific problems
attached to their kinds".
This manager’s experience with the single women working in the
establishment is "nothing to write home about", for according
to him such women exhibit a high level of promiscuity. He
said over the years, it has been found that putting both men
and women on the shop floor have created an unhealthy

relationship between the sexes. Quoting him -

"these men and women get involved and snatched other
peoples husbands/wives, Such an informal relationship
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growing among the shop-floor workers ha%e drastically

affected workers’ concentration rate, and has in turn

affected the level of productivity".
As a result of the incidences recalled above, the management
‘has replaced most women in the production sections (like
weaving and the spinning sections). To show the seriousness
of this single incidence, this manager remarked -

"if we can honestly do away with the few women remaining

in some of these sections, we shall surely do it".

Yet the same manager claimed that when a woman is placed in
the "appropriate section" (sections where women perform
traditional roles), "women perform better than men after
receiving the necessary trainings".

An industrial relations manager in his own remarks said
he had not encountered any problems with the married women,
particularly, those who have put in more than five years of
service; while on the contrary, he said the younger girls just

coming out of the University or those with lesser

qualifications, "before it’s closing time, cars are already
parked waiting for them. You cannct get them to concentrate
one hour to the closing time. You therefore have to be firm

and assertive to get the best out of them".

It was also remarked that in some years past, out of
every 10 members of staff due for disciplinary action., eight
of them were men, while in the last two years -

"it appears that the clock is now the other way round.

Women now are going into fraud and other undisciplined

actions. On the whole  women’s insubordination has
increased with the urge to get rich quick...."
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A different dimension of the problem is identified, as
managers espoused problems of having male workers. A manager
manager at the textile mills, said the ﬁales could sometime be
"high-handed". Therefore as a boss, "one has to know when to
be democratic or autocratic. Also, problems with male workers
are reportedly aggravated when male subordinates are older in
age, and they relatively lack the necessary educational
qualification. Such subordinates are not bnly uncooperative
but they tend to.over—react to situations.

However, some of the manégérs opined "some people are

difficult to get along with not because of their sex, but

because of their individual personality, ~and social
background". The problem is therefore working with people

(men or women), and not necessarily gender specific problems.
In terms of job performance, the general belief is that
men are better performers. Some of the manégers argued that
men can be made to do over-time work, while sometimes, a man
can keep late night in the office to finish an assignment. On
the contrary, it i1s believed that married women rush home at
the closing time to fix meals for their families while the
single gifls rush out to attend pafties etc. However, women
who intend staying over for ‘over-time’ work cannot, because
of what the society would say (that she is sleeping around

with a man").

5.7.2 Supervisory staff
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At this level, 10 respondents were interviewed (5 males
and 5 females). The aim is to document specific experiences
of male and female supervisors who work with different
categories of workers; and thereby documenting the extent to
which the job environment is discriminatory on the basis of

gender.

Male Supervisor/Production Managers:
A male supervisor was interviewed in each of the
companies surveyed. The ages of the male supervisors ranged
from 39 to 50 years (with a mean age of 45.6 years). Three of
the supervisors have univefsity education while 2 have
technical education. The length of service with the present
employer ranged between 5 and 20 years, with a mean of 11.4
years. Four of the supervisors directly supervise production
staff, thle one is from the sales department. The number of
workers working under these supervisors ranged between 50 and
400 workers with a mean of 85 workers.

Generally, the style of supervision depends on the type
of job routine and the type of subordinates. A preferred
style is being democratic, while the genéral attitudes of
workers to work tends to dictate when the supervisor becomes
autocratic.

A quality control manager in the pharmaceutigal company
said sometimes he is persuasive, while at other times he could
be éuthoritative; while a packaging manager (who works

predominantly with women) salid sometimes he plays a sort of a
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‘team leader’ and at other times, he sees himself aé;i/"slave
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driver’ or a ‘task master’. The supervisor from omel of %%e
%

sales departments said his style of supervision is ﬁg@adement
by objective (MBO). He identifies various people workfhéﬁﬁ?@ﬁ)
him, for example, ‘those who are quick to take instruction’:
‘those who need to be assisted’; and those who are naturally
stubborn’. For him, ’the attitude of the sﬁbordinate to work
determines the type‘of treatment’ .

In general, work groups are often mixed except in areas
. where Jjob is sex specific 1like processiﬁg and packaging
sections respectively.

Different oproblems were reported by officers who
supervise men and women either in mixed or non-mixed groups.
For example, a common problem identified with mixed work
groups is that the men in such grouﬁs ‘run after’® the women (
that is, ’get involved’); and two, the women in mixed groups
easily leave a tedious Jjob for a man to6 do, whereas in all
women group, women tend to face all the challenges in their.

work (that is, without dependence on men).

i, Experiences of male supervisors who work with women:

All the supervisors identified one problem or the other
with supervising women. ‘A supervisor interviewed here,
compared his 18 yeafs spent.working in Britain with 10 years
spent in Nigerian Industry, and concluded that the Nigerian

women have not yet learnt what industrial work ‘takes’. In



his words -

"women could really work if they want to. The only fear
about them is that they cannot continue for long. In
other words, you cannot rely completely on them for a
whole month or a whole year ..... there’s bound to be
some break in-between. The worse a man can come up with
is that my wife is not well and I want to take her to the
-hospital ...but a woman is prepared to take advantage of
that and have to sleep in the hospital all day ... and
never minding what the job is suffering".

Another production manager who works with a work
group which is 99.9% females said -

"the problem with women is that they complain a lot.
Otherwise they are very easy to handle. With a little
teasing you can make them do what they will normally do
in two days just in a day. I think a leader should Jjust
learn how to put up with their usual complaints".

At other times, it was reported that women need more

encouragement and some sign of appreciation. Thus a
supervisor remarked:

"a supervisor cannot be too harsh on women. You have to
listen to them, even their matrimonial problems. When
you allow them to trust you, like a brother, then you can
get the best out of them’.

Another problem identified with women (particularly the
professional women) is that they are untrained and unprepared
for the reality of the practice of their professions. For
example, a major pharmaceutical company included in the
survey, does not have a single Nigerian female pharmacist on
its employment list because Nigerian female pharmacists
earlier employed were not psychologically ready for industrial
production. The quality control manager of this

pharmaceutical company reported that the only female

pharmacist in the company is a Polish (married to a Nigerian).
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This company employed about three Nigerian female pharmacists
some 3 years ago, but have all left because of wﬁat they
called 'company restrictions’.. First, théy hated the idea of
wearing uniform at work (white over-all and white dress and a
white cap); and especially having their nicely made ‘jerry-
curled’ hair covered ( a method which the company has used
over years to ensure high standard of hyéiene on the shop-
floor). Second, the ladies complained of tooc much standing
and too much discipline imbosed on production workers. Third,
the ladies (like most pharmacists) believe that pharmacists
involved in marketing (owing ﬁersonal drug stores) make more
money than the industrial pharmacists,

‘Recounting his experience, a textile spinning manager
said "women take a lot of excuses to attend to either a sick

family member or to attend a funeral; and while on the job,

women are often engaged in what he called ‘talk-talk’
(gossips)". Another major problem he identified, is that, it
is difficult to control women. Using his words,

"the company used to have a lot of women on the machine
but the women became ’involve’ with the managers. The
managers became very weak and ineffective that they
couldn’t discipline. Men were only punished for offences
while the women were left alone. A state of anarchy
erupted. So, therefore, we have stopped bringing women
to the shop floor for about 4 years now. Today, only men
are trained as spinners and machine operators, while
women are merely auxiliary staff".

Another major problem identified is that many male
supervisors have the problem of ‘talking straight’ to women
because the women can turn round to say something else. As a

result of this it was reported that a lot of men would never
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like to supervise women. It was afgued that what could be
termed a subtle discrimination against women is nothing but
‘*fear’ on the part of the men. One of the managers said -

"men are too conscious of what others would say if they

decide to show too much interest in the welfare of a lady

(either she is hardworking or not). Personally, 1

usually try my best to help women with exceptional

qualities even though I know that people would talk. But
once a person is civilised enough, you don’t look at
that".

Education is another yardstick these supervisors used to
measure the problem of women. It was argued that because the
education of women on the production line in particular is
rather low (highest qualification for majority of women in the
packaging section being secondary/modern three), it takes a
longer time for them to grasp new technologies and
instructions. Since profit-oriented organizations want
results, more qualified persons (mostly men) replace these
women.,

Supervisors who were sympathetic towards the conditions
"of women in work organisation remarked that Nigerian women are
too passive and complacent. One of such production managers
said -

"like women in other countries, I expect some women in

the packaging floor to say 'I want to work in processing

and production’. By the time a woman insists on it for

a year or two years, we'll transfer her and try her. But

the women here are rather complacent and uneventful"
Thus another manager also remarked -

"my general observation is that women hardly take the

initiative to develop themselves beyond their

qualification at the point of entry".

Notably, some of these supervisors identified some good



-225-

points about female employees. A supervisor said -
"women are ‘durable’ and ‘enduring’. They are not like
men who will dulge out of work. Tell those girls in the
packaging section they will close about 10 p.m. tonight,
going home or not they don’t care. They are going to
work till 10 p.m".

A common belief among the male supervisors is that women who

have passed the child bearing age are more responsible, for

such women have confidence and interest in their jobs.

ii. Experiences of male supervisors who work with men

Many problems were also identified with working with the
male employees. It was reported that men who are close in
rank are more difficult to control. Male workers are
generally seen as being rude, arrogant and often high-handed.

A spinning manager with 400 male workers under him, said -

"men play ‘eye service’. They leave their machines when

the supervisor is not around, and they perform less

during the night shift because supervision in the night
is not thorough".

Also, while men are good at jobs requiring physical
exertion, they cannot work well on jobs demanding the use of
fingers, full concentration and coping with monotony. Thus,
according to one of the production managers, -

"men brought into the packaging section have not been

able to cope because the job 1itself is a continuous

process, requiring some dexterity and concentration. The
men are too restless to cope with such demand".

On the whole, the supervisors said there is no

discrimination based on gender in cases of ©promotion,

training, salary and treatment. For example, production
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managers supported Jjob segregation and argued that job
segregation exists because of consideratioﬁ for women’s
biological roles. A production manager recallgd -
"the company used to have a lot of women on the machine;
but a lot of sick reports and mis-carriages were recorded
because the heat was affecting the women'’s health more.
Hence, the number of women working in this section has to
be reduced very drastically".
Also, women are not allowed to work in the printing and the
colour kitchen of the textile industry because of acidic fume
which i1s said to be injurious to women of child bearing age.
"In general, the-male supervisors said they would prefer
to work with male employees for best results. The male
supervisors reported that their personal evaluation shows that
men are more productive than women; while older single women
(the separated or the divorced; or women who have passed

childbearing age) are more productive than the young single

girls and the matured married women with children.

6. Female supervisors/production managers:

Five female supervisors were interviewed ( one from each
company surveyed). The ages of the female supervisors range
between 32 and 45 years (with age mean of 37.2 years). They
are all married with children. The number of children ranges
from 3 to 4 children. Two of these female superviscrs have
university degrees while two have the Ordinary National
Diploma Certificates and the last one has a Secondary Modern

School Leaving Certificate. The length of service ranges
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between 9 to 12 years (with a mean of 10.4 years). Four of
the female supervisors work directly with the production
workers, while one 1s a supervisor in the account section.
The interview conducted with one of the female
supervisors, a Polish woman married to a Nigerian, is very
revealing. Re-appraising her work as a production supervisor,

she said it is only in Nigeria that being a machine operator

is seen as a man’s affair. She does not admit it only takes
a ‘super-woman’ to work in the processing unit of the
rharmaceutical company. In her words -

"anybody who’s trained with the proper educational
background should be okay with the job, although it is

physically demanding. Physically, a person, be it a man
or a woman has to be strong to remain on the two feet all
day".

All the female supervisors believe there is no technology
specifically made for men, and that the story of women in
child-bearing age not getting exposed +to certain work
environment because of their biologicél make-up is a myth. It
is argued that any environment not conducive for women is
equally not conducive for men too. Both men énd women working
chemical industries for example, need the same protection from
chemical fumes and poison; and constant medical check up. The
only female supervisor who believes that job segregation
between men and women in the production line is appropriate is
herself an account-supervisor. Her sﬁpport for sex
segregation of Jjobs in the Works dgpartment might not be

unconnected with the fact that she, herself, is not
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technically inclined.
Each female supervisor on the production line recounted
initial experience with men on the production line. A female
a'production manager; recounting her experience with male

colleagues, said it took a long time for them (men) to accept

that she can manage on her own, Often, she said the men
believe that women over-react and are often emotional. In her

words -

"I believe the problem is that women are naturally more
conscious of what they are doing, how they do the job and
the details of what they should do. And when it comes to
trying to be suggestive on policy issues, Nigerian men
patronize women, a kind of not taking women'’s suggestions

too seriously. They think women exaggerate a lot, and
so, it takes a longer time for a woman to convince
colleagues on policy issues. Back in Europe, you are
seen first as a professional before your gender. And to

this extent, it is difficult for women living in the
Nigerian environment".

The female supervisors are very careful dealing with male
senior colleagues. The following statements reveal some of
the strategies the women employ -

"what I did first was to try to be one of them, and not

to be above them, because some of them are much lower in

education. Knowing the psychology of men, I have to
bring myself low, and as I start proving myself in my
area of specialization, they start to appreciate me".

Notably, the female supervisors said they find it easier
to deal with ‘male employees than workers of same gender.
Often, (because women at the top are few) there are petty

rivalries between them, while it is easier for the men to use

the ‘divide-and-rule’ method to bring dislocations between
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these few women; while on the other hand, there is a
communication gap between a female supervisor and the other
ladies in the establishment (mainly because véry few of the
women are likely to have equivalent educational
qualification). One of the ladies remarked -
"in the whole department only one or two of the remaining
female employees have university degrees, and even, the
few are relatively very young in age. This often creates
a communication gap between us". '
Another female production supervisor said some of the women
around do not accept her because she is too ‘plain’ for them.
According to her, she does not follow fashions, neither does
she wear ear-rings because her Jjob requires her to put on her
uniform. Also, because she closes late, she never has time to
visit friends. She also thinks her personality makes it
difficult for her to get along with women - (in her words) -
"working in the production makes you very straight
forward. I mean giving somebody instructions in the
industry, you have to be very specific and clear. So
naturally, it becomes your habit. And sometimes you
become very blunt. I express my opinion straight without
trying to shade or colour it. I believe this makes it
difficult for me to get along with the other women here"
The female supervisors are sympathetic towards women who
are still in the child bearing age. One of the female
supervisors said -
"production work is a bit trying when a woman has small
kids. The environment in Nigeria is a bit tough; and the
services provided by the government and the society are
not okay. So it’s in this way that it’s a bit much

difficult for a woman to cope with factory work. It can
be very exhausting.
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Another person said the protective legislation actually
back-fires on women. For example, some women lose their
promotion because §f maternity leavés while often at times,
selection panels drops off a lady because of the fear of her
biological responsibilities in the future.

It was remarked that the Nigerian society expects so much
from the woman, thus, she is either involved with celebrations
in her husband’s extended family or those of her own, or her
friends.

It was reported that the breeding rate among the female
workers have reduced in the recent times because of economic
crises. Thus, women are more stable ét work. On the whole,
no major problem was reported working with female subordinates
except for those time when women’s familial roles conflict
with work roles. prever, the female supervisors reported a
lot of insubordination from male workers. Handling such
cases has toughened them more than their male counterparts.

Majority of the female supervisors confirmed existence of
gender discrimination in treatment in day-to-day experience on
the job (both at group and individual levels). A female
production manager said -

"there is a high level of discrimination in the

Nigerian market. It’s appalling. Some

pharmaceutical companies made it very plain that

they can only employ a lady pharmacist as medical

representative., Yet with my personal experience on

the Jjob, despite series of enticement, most of the

male pharmacists employed here leave before

spending up to six months, whereas a lot of young

female pharmacists who actually performed
excellently well during their one year industrial
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attachment here, are not given opportunity for
permanent employment".

The female production manager therefore argued that
performance in industrial work is not really the issue of
gender, rather it all depends on the individual interest, the
job environment, training, personality and the capability of
surviving the stress of working in the industry. In her
words-
"that I stay here for so long is because I happen to be
persistent. I know what I want from job, and I know what
to do to get it. Other men who came after me have left
because they lack these qualities.
It is important to note unique features of these female
supervisors -
i, they have all stopped having children;
ii. Only one of them supervises a male-dominated group
(for example drug processors); while others supervise
predominantly female groups (for example packaging

workers);

iii. none of them is in the management level (except the
Polish lady who is a manager);

iv., all of them prefer working with males than females;

v, all of them are married with children.

3., Workers in sex—atyplcal jobs:

Thirteen respondents were interviewed (10 women and 3
men) . The ages of women in sex-atypical jobs interviewed
ranged between 22 and 50 years with an mean of 35.7 years.
Six of the women are married and 4 single. Four of the women
have - Ordinary National Diploma Certificateé; two have

University Degree and its equivalent; one is a qualified
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accountant, while the remaining 3 have General Certificate of
Education and below. Eight of the women work in the
production line, while the remaining two are in management
level jobs.

The three men interviewed'in this category have age mean
of 29 years. They are all.married with children. Two of
them are confidential secretaries, while the +third is a
caterer, (all possessing the Ordinary National Diploma

Certificate in their respective fields of study).

a. Women in sex-atypical jobs

The women see their work as a challenge, and they
continue to enjoy what they. are presently doing (like men,
some of them climb over the engines arranging bottles, others
operate other.mechanically powered machines). The women have
different stories to tell about how they eventually got to the
production line. A Lady (who works in the bottling section of
the brewery said she got to the production line after a.long
pleading with her manager (because the policy of the company
does not allow a woman to work on the production liﬁe).

She said at first, she hated the heat, but now, she is
use to the heat like any of her male counterparts. She
remarked that the men on the production line were hostile to
her initially. For most times, they ignored her, but with
determination, she has learnt her routines, and sometimes

sneaked out of her routines to see how the men operate the
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heavy machines. To her colleagues’ surprise, she has learnt
to operate the machines without being taught. Thus, the men
have learnt to accept her and often at time encourage her.
Another woman who supervises in the Works department of the
Pharmaceutical company also identified some of the challenges
in her work. She said -

"it’s always a challenge when you have to work in a male

environment because they will like you to perform better.

Once you are equal to the task, then they give you your

chance, but if not, you may have some problems"”

Even though these women reported that they are exposed to

the same training like their male counterparts, the different
employers are very careful about making women responsible for
the major production process. Thus, a female checker in the
pharmaceutical company said -

"hardly has any woman been allowed to work in the

processing section where syrups are mixed and the tablets

are ‘molded".
Another woman working on the production line said -

"men have over the years been exposed to handling the

manufacturing of products from the raw material stage to

intermediate stage of production, whereas, women handle
the intermediate stage of production upward".

It therefore seems there is limit to which women are
exposed to technology-in-use. There is .no doubt that women
continue to accept the new technologies, and often struggle to
be exposed to the total package without much success. It
therefore seems that while women are made to operate machines

that perform repetitive tasks and work that restrict their

physical mobility; men often operate machines that require
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skill and encourage work autonomy. * Thus meaning that while
women’s work 1s controlled impersonally by their equipment,
the assembly line, and work-flow devices; men’s work is under
human control, chiefly by the operator or work group. When a
woman enjoys the same autonomy like a male counterpart, she
reveals positive affection toward her machines. Thus, the
happiest moment at work for a lady on the production line was
when she solved a fertilizer-puzzle (a puzzle the senior
manager could not solve). In her words, "I felt very happy
because they never believed a woman could do something like
that and I did it very fine".

The relationship women in sex—dtypical jobs have with
other staff in their respective establishmentsl is unique.
Men, at all levels, have a way of relating to these group of
women,

Sexual harassment is one of the major things these women
experience at work (like their other female colleagues). For
example, a 22 year-old female production supervisor recounted
her experience with the male managers -

"the managers feel you owe them a favour for being given

the Jjob. And when you refuse them, they become so

indifferent about your welfare and sometimes make sure
you are frustrated out of the production 1line.

Therefore, for a lady to win here, vyou have to be very

hardworking so that you can never be faulted".

Another woman remarked, this a hurdle most women have to pass

through, working in any part of this establishment. Her story

is also similar to the above. She said -
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"the major problem I have with men here is that each of
them, including the managers believe they could make a

pass at me. Refusing them all has made most of the
bosses my enemies. In fact I have earned myself so many
nicknames such as ‘tom-boy’; *S.U. (member of an

evangelical sect which is seen as being fanatical and

dogmatic about the ethics of the christian religion).

A female personnel manager said her experience with male
colleagues is not a very pleasant one. She said there 1s a
general believe by men that a woman cannot be given too many
responsibilities. According to her, this had been her major
frustration on the job. Quoting her -

"there was a time I was not enjoying my work because I

knew 1 was capable of taking more responsibilities. I
had to revolt against this on many occasions and
eventually the management had decided to ‘try me’. Right

now I think I’'m having job satisfaction, but it’s making
me work much more than even my male counterparts because
you have to prove to them that you are capable and that
you can handle the Jjob".

This woman said her relationship with her superiors is now

very cordial, In her words -

"T think the difficult part was when I was still having

children. But now, the children are growing up, thus
reducing the problems of child care. So rvight now I
don’t think I can complain about my relationship with my
superiors". '

Yet another woman reported -
"I don’t have problems working with the males since I try
so hard not to allow my family commitments to interrupt
with my work"
This woman a production checker recalled her experience

with her supervisors. She said she used to get scared of them

because "they will always criticise each of my movements on
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the production line. Now, that I have learnt the trick of
this work, I feel so confident and sometimes I force my boss
to listen to me".

Different experiences were reported with male
subordinate. For example, a female production supervisor had
this to say -

"men do not find it easy accepting the authority of a

woman. But once a woman delivers the goods, I think men

will calm down and accept her".
A 22 year old female supervisor, who works with a crowd of
male subordinates) said she has been very careful about her
relationship with her subordinates. She addresses them like
brothers. In her words -

"sometimes when the floor is dirty or when there are

broken bottles around, I normally give a shout that

somebody should clean the floor, but when I remember they

are all men, I wouldn’t know when I’11 just pick up a

broom and start rushing at it myself and things like

that....

While relationship with other female employees are
reported to be generally very cordial, it is also reported
that there are occasional in-fighting amongst women (within
and across occupational groups). For example, other women see
women 1in sex-atypical Jjobs as being too aggressive and
*unlady-like’. One of these female supervisors recalled -

"because I opted to work in an all men’s group, some of

the women think I like men; and as soon as they see you

talking with a man, they think you are going out with
him".
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Women who directly supervise women’s groups said they handle
the women with "iron-hand" in order to get the best out of
them. On the whole, female supervisors reported that they
find it easier to control female work groups. |

Assessment of Gender Discrimination by women in sex-atypical

Jobs
While some of these women said gender discrimination in
the various establishments 1s subtle, others believe it is
obvious. For example, it is argued that the numerical
difference between men and women in the respective
establishments is an obvious sign of discrimination against
women (a sign to show that more emphasis is placed on male
employment) . Also, the same stories told concerning sex
segregation of Jjobs in all the industries is an obvious
indication of discrimination against women. For example, a
female supervisor was personally crossed with the idea that
women cannot be sale representatives, and in her words -
"for instance in marketing department, they don’t have a
woman sales person. Each time we ask the sales manager
why he refused to employ women, what. he says 1is that
women cannot travel a lot, and keep on sleeping in one
hotel after the other. But I know that there are a lot
of ladies capable enough to start a career from this".
Yet few other women see sex segregation of factory jobs s
beneficial to wémen. A female packaging supervisor accepts
that men are better cut out for ‘process work’ because

processing requires physical strength and energy. She said

that even in the packaging section; the major complaint women
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make is that they suffer frequently from backache because of
lifting cartoons of packed drugs and too much standing.
However, other discriminations against women are rather
subtle. For example, a remarkable difference was reported

between men and women in terms of promotion prospects -

"...the management often readily promotes a man into a

management position even when there are more qualified women,
because they naturally believe a man would perform better.
And in some cases, a man who came in at the same time with a
woman, may have his salary trippled compared to the woman’s
salary, in less than 4 years".

The result of this ié that some of these women develop a
consciousness to work harder, while for other women, such
action had ruined their morale and wdrk expectations.

Even though some of the women reported no obvious gender
discrimination at work, such merely points to their lack of
consciousness about the subject and inability to grasp the
reality of their work situation (that is, being be-clouded by
expected social norms of what their roles should be as women
juxtaposed to men). For example, a woman reported no gender
discrimination at work in terms of promotion, hiring and
firing because according. to her "the management knows best
whom to hire and whom to fire ...".

However, some women believe gender discrimination could
be tilted in both ways. For example, women who have
*¢odfathers’, it is argued, "get all what they want from job

without working for it, and they often rise faster than their

male and female colleagues". A female production supervisor
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remarked that half of women employed in her establishment got
their employment by using "bottom power" (that is, being a
mistress to one of the big bosses). Quoting her -

"such women are source of disgrace to womanhood, and I

personally find them disgusting. They are very lazy and

they don’t want to work because they think they’ve got
what the men need. For example, we have some two ladies
across my department, who merely stroll around not
believing they are here to work".
This woman lamented that the "useless" women described above
give most men a lot of misconception about women in general.
Therefore, a hardworking woman "has to go extra miles to be
noticed".

Part of the recipes for over—-coming gender
discrimination, éiven by this woman is for "the woman to be
initiative, and Be ready to learn and unlearn at every stage
of her career building".

Both men and women could perform well at work if the work
environment is conducive. Women, it is reported, are not only
thorough and dedicated, but could be "enduring" (they can work
continuously for long hours without becoming restless, unlike
men). Sex segregation of jobs in the modern labour market has
contributed immensely to the partial development of the total
person. For example, most men transferred to the packaging
section of the production lines surveyed, have always faiied
to cope with work there (meaning that work organizations have

contributed to the failure of man developing the skills

relating to the use of the fingers). In the same vein, women
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have been discouraged from developing their muscle power.

*industrial man' of the

Therefore, the type of the so-called
present generation tends to be unfit for the'unfolding global
survivalvétrategies which demand the full capacity of the
individual - man or woman (including intellect, emotions, use
of fingers and the muscle power).

Women in the sex-atypical jobs show unique eﬁthusiasm
about théir jobs. Women in this category who are still single
would prefer husbands who will appreciate their work and
respect their opinions. They hope to continue their work even
after marriage. The married women in this category reported
strains and stress combinihg their work with familial roles
but they have been able to cope because of reasonable support

received from husbands.

c. Men in sex-atypical jobs:

Unlike women, the men in sex-atypical Jjobs are not as
enthusiastic about their jobs. They still hope to change
their Jjobs at the slightest opportunity. The three men in
sex-atypical jobs that werevinterviewed, recounted stories of
~how they eventually came into their present professions.

A male confidential secretary reported -

"I came into this profession after all my attempts to

secure a place in the University failed. I also thought

I could go into the Polytechnic to read Accounting, but

I did not gain admission".

The story is the same with the other two men. Another male

worker who lost his parents at a tender age took refuge with
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an aunt who could not afford ﬁo train him up to the University
level. The only admission open to him then was Catering at
one of the Federal Polytechnics.

Unlike women, these men went into their professions
because there were no alternative ones. They have grown to
accept these professions but more often than not, they feel
personally frustrated being bossed by a woman, who according
to them "bears the same age-group with their wives". Although
they remarked that most of their female bosses tend to treat
them with "care", yet, they prefer male bosses.

It is important to note that these men (that is, in sex-
atypical jobs) hold important positions in their professional
unions and labour unions. Since there is a relatively iess
demand on their tiﬁe (compared to men in the management or
those at the production lines), tﬁey find it easier to combine
work roles with social functions within and outside the
organization. For example, all the three men in this category
are actively involved in their labour unions.

The men in sex-atypical ,jobs remarked that most of the'
male bosses prefer them to their female counterparts. A male.
confidential secretary said -

"I think the bosses feel safer with us, especially when

there 1is need to do over-time work. Although, the

womanizers prefer the beautiful ladies to serve them
their tea".

No obvious gender discrimination is repdrted by these men

although all of them hope to go into business as soon as they
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can safe enough money to take off.

5.7.4, Labour union leaders/activists

Unions have been known to have significant effect.on
wages, wage differentials, Jjob security, fringe benefits,
promotion, pensions and all the other aspects éf ehployment.
However, unions have not always lived up to the altruistic
goal of non-discriminatory treatment it stands for. Also, the
impact of unions is not likely to be uniform for all
categories of workers. Feminists have argued that traditional
unions have not only ignored women's issues but have actively
discriminated against women and have made little or no effort
to organize them. What we find in the present study falls in
line with these earlier assumptions. Not only are women
lukewarm about union matters, the culture of the organization
and societal view of what the roles of women should be,
inhibit their active participation in the labour unions.

Questions were asked on possible reason why women
continue to participate less in labour unions; and what labour
unions have achieved for women in the recent times. In other
find answers to these questions, six men and two women who are
all currenfly labour union executives were interviewed. The
ages of the eight union executi#es ranged between 29 and 45
vears (with a mean of 34.1 years). Six of them are married
while.two men are single. Giving the general roll call of

existing female union executives in the companies surveyed, it
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is observed that they'are mainly in the junior staff category;
while the male union execufives possess relatively higher
educational levels and they mostly fall into the intermediate
and senior levels in the job hierarchies (most of them being
in .the supervisory levels). The years these union executive
members have spent with their employers range between 9 and 22
vears (with a mean of 12.9 years).

It is important to not that while the male executives
occupy the very important posts in the union (for example,
chairpersons, general secretaries, treasurers etc.), the few
female union executive members are given insignificant roles
to play, such as assistant secretaries and assistant
treasurers etc.

Many reasons are given for women’s low participation in
labour uni&nism. First, 1s the attitude of the woman herself
towards unionism. One of the male union executives, argued
that women generally do not like taking risks. Women fear
their participation in the union could either make them "lose
access" with their bosses or could make them lose their Jjobs.
A male production manager and a secretary general of his union
said -

"women generally like comfort and they often fear that

being an active unionist will also get them into

detention room. They always fear things that would
tamper with their general wellbeing".
Others argue that women lack the requisite training and

enlightenment about union matters. For example, the male
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production manager and a secretary general of his union,
said -

"women lack the requisite +training on union matters.

Some of them are so uninformed and they lack knowledge of

what 1is going on around them. I believe our women need

to be retrained in order to take leadership positions in
the unions".

The second major reason given is that husbands generally
do not like their wives to get ‘exposed’ or become activists.
Women, therefore, because of fear of what their husbands would
say tend to show less interest in union matters. For example,
a male supervisor and the chairman of his union, reported
that-

"husbands have been +the major hindrance discouraging

women becoming active unionists; and unless they are

educated on this, women will never have a chance in
unionism".
This labour union chairman explained that husbands misjudge
the intentions of women who become active unionists. In his
words-
"most husbands would think the ties spent at union
meetings are used by the woman to fool around. Some
husbands would even think the woman would get involve
with the male union executives".
A female factory worker and an assistant secretary to her
union said -

"Nigerian husbands do not want wives who will out-shine

them. They definitely don’'t like their wives to become

a public figure while they stay in the background.

(Jokingly she added) I don’t think Nigerian husbands are

ready for ‘a Mr. Thatcher".

She argued further that most of the hindrances facing women

in labour unionism is in fact caused by men at work. In her
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words -

"men around here think labour unionism is a male

prerogative. They know if women become union executives,

it will be difficult for them to ‘chop union money. Men

therefore will do anything to prevent women from

occupying big union positions".

The third major hindrance identified is the dual work
role of women (work and family roles) which gives women a
double-day and a little time for consuming activities of the
labour union organization. According to a male production
manager and a union leader, women find it difficult to combine
work, family roles and unionism. He said labour unionism is
time consuming and sometimes inconvenient for women with
families. According to him, this is because most of the
meetings are usually held after the office hours when the
women are usually rushing home to fix lunch or dinner for
their families, and to attend to children’s needs. He also
argued that the Nigerian society frowns at women activists,.
In his words -

"if you want women to become involved in freedom fights,

you have to educate the society. You have to change the

orientation of the society which continues to see the

ideal lady as that who is ‘gentle’ and ‘mild’".
Further, this same man argued that the structure of work
organization as it is, is not conducive to identifying talents
amongst women. This is principally because of the general
distribution of women along job hierarchies, whereby few women

are at the management level while majority are unskilled

factory workers. Since active participation in trade unionism
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requires some minimum level of enlightenment, women who often
lack the basic requisite of formal educational training are
often at a disadvantage.

However, most of the union executives interviewed think
women are becoming active in labour unionism in the recent
time. It was reported that at the Natiocnal level women now
head some of the professional unions (quoting the examples of
Olubil and Ajibola - who respectively in 1989 chaired the union
of Nigerian accountants and the union of Bankers and other:
allied financial houseé); while at the organizational level,
a production manager in GNL said a woman 1is now a brénch
chairperson in GNL, with four women in the management level
currently serving as officers of the GNL.labour union.

When the union executives were probed further on the
achievement of the various unions (specific to the welfare of
women within the past 5 years), most of them exhibited a lot
of ignorance. Some of them in fact do not know the general
policies on maternity and night duty legislation. However,
the major achievements of the union concerning the welfare of
the female workers include the present arrangement which
allows women the choice of taking the whole 12 weeks maternity
leave from the day of delivery. According to the female union
executive members interviewed, the new option given by the
present maternity leave arrangement was not achieved by the
local labour union but by the National 1labour union in

collaboration with the Federal Government of Nigeria.
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It is significant that very few of the ﬁnion executives
accept the presence of gender discrimination in the policies
of their respective employers; while sex segregation of jobs

1s seen as nhormal and inevitable because it protects women

from biological hazards. Contrary to men, all the female
union executive members interviewed think gender
discrimination is a major problem in work organization. TFor

example, a female factory worker in the union executive
identified some of the problems facing women on the shop
floor. She said -

"some women have been here roughly 27 - 30 years who are

supposed to have been supervisors before now, but the
management keep neglecting them, while they prefer to

make men the supervisors. Also, women used to be
employed as operators in the weaving and spinning
sections. But suddenly they started to transfer the

women because a few of them complained of health
problems. Women have currently been reduced to half-size
it used to be in the production department".

When the same woman was asked whether she had personally taken
this up with the union, her énswer was ‘no’; yet, neither has
anybody informed the union abut this trend. This corroborates
an observation made by one of the male union executives that
"male Workers tend to.bring in more complaints to the union
than the women".

By implication, the general attitude of male union
executive is that men are "better performers" and if women
should face any discrimination as such, it is because of their

general attitudes to work and not becagse of the structure of

the organization in which they work. The implication of this
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pure and simple male-chauvinistic explanation is given in the
summary chapter.

There is a gap of difference in opinion between the male
and female union executives on what should be done to reduce
gender discrimination at work and the type of support system
women would need to perform better at work. Below is a list
of what the female union executives list as prioritieé for
women in thelr respective organizations -

i, the need to create specific positions in the union
hierarchy to be filled by women.

ili. increasing the number of women employed through the
job hierarchies. :

iii. making men and women liable +to the same tax
benefits;

vooiv, establishing day care/nursery centres within the
work environment;

v. granting women who have been on maternity leave the
benefit of paid annual leave (during the same year);

vi. allowing women to work in any part of the

organizational network {(sc far such women so desire).

On the other hand, men list the following as priority
issues for the welfare of women -

i. establishing daycare centres/nurseries to cater for

worker with infants and toddlers;

1i. granting women both paid maternity and paid annual
leave within the same year; '

idii. training women for leadership positions;
iv. combating sexual harassment of female workers.

No doubt, our general observation shows that the male
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union executives tend to take women’s issues for granted
(sometimes they consider them to be non-issues); and when they
do give consideratiqn to women’s issues, priority of emphasis
differs between male and female union executives.

The male union executives though showed some liberalism
‘towards their wives becoming activists themselves, yet, they
3were hesitant on the implication of such for their hones,.
.Thus, one of them remarked -

; "I will definitely allow my wife to join a programme of

i action of any kind, so far she doesn’t come home and lord
it over me".

’.
Notably, the two female executives interviewed have a
full support of their husbands to take active part in

‘unionism. They both remarked that the day their husbands

frown at such engagement, they would stop their activism.
|

It is against this background description of physical and
' social environment of work in MGNXC that we present in
chapters 6 and 7, the data collected using a gquantitative

methodology, that is, the interview survey.
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CHAPTER SIX

DATA ANALYSIS I

The data analysis is premised on the assumption that

gender differences in work attitudes and behaviour are best

explained with the gender - organization - system (GOS)
approach which focuses on personal characteristics; the
organizational context; and the iarger social and
institutional system in which they function. This is because

behaviour in organizations is a continuous interaction of
feedback between personal characteristics {(that is, gender),
situations (that is, the organisational context) and the
social-institutional system in which these interactions occur.

The data analysis is presented in two chapters, that is
chapters 6, and 7. Chapter 6 is divided into 4 sections. The
first section presents data on socio-economic characteristics
of the sample. It focuses on such variables as sex, age,
religion, ethnic group, marital status, number of children,
education, years spent in school, income level, occupatioﬁal
status, and social background. The second section reports
respondents’ work history and general conditions of work,
including a description of perceived gender discrimination in
work environment. It also includes a description of
protective legislation and labour union activities. The third
section briefly looks at work and family rqles, while the last

section describes the gender ideological values of the society
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in which these men and women operate

6.1 Social and demographic characteristics of the sample

The sex composition of the total population shows that
male workers out-number female workers (See Tables 1-3),
However, the sample was selected using sex as a stratification
variable, thus, we have a high representation of female
population when comparéd to the total population of workers in
the selected industries. | On the whole male respéndents
account for 59.8% (168) of the total sample while female
respondents represent 40.2% (113) of the total sample.

The general predominance of males over the females in
Nigerian industries is well documentedﬂ,w. Women are less
likely to be employed in manufacturing companies because of
the nature of tasks involved. Moreover, there has been g
decline over the years attributed to the down turn in the
economy since the 1980s. According to Fapohundawg, the
percentage of women employed in manufacturing industries
declined from 15% in 1974 to 10% in 1976 and to 1.4% in 1983.
6.1.1 Age:

The variable age, is considered important because women’s
reproductive responsibilities vary with age. For example in

the intermediate period of the life cycle usually between 20 -

40 yvears of age, most women are married. This is also a

g . .
139 Fapohunda, E., Economic recession and employment patterns
among women in the modern sector, in Fashoyin, T. et al (eds) Women
in the modern sector labour force in Nigeria: Issues and

prospects, Lagos. Leamson Printers Ltd., 1985, 37-46p.
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TABLE 6

job description and rural/urban background

CLASSIFICATIONS MALE FEMALE TOTAL
(ETHNIC GROUP) 60,1 69.9 64,1
Yoruba

Ibo 17.3 20.4 18.5
Hausa 1.8 - 1.1
Minority Groups 20.8 9.7 15.4
TOTAL 100 100 100
(JOB DESCRIPTION) 90.5 62.8 79.4
Sex-typical jobs

Sex—atypical jobs 8.5 37.2 20.6
TOTAL 100 100 100
(BACKGROUND) 26.2 24.8 25.6
Rural

Urban 73.8 75.2 74.4
TOTAL 100 100 100
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period when women combine maternal responsibilities with
income generating activities and also, it 1s a time when
child-bearing generates role conflicts for working-
mothersmo. It is not unlikely that employers may prefer to
employ men because of assumed less variability in the gquality,
quantity and type of work done irrespective of marital status.
This is because it is assumed that child nursing/rearing 1is
the prerogative of the woman, whether she is employed or not;
while the man devotes a greater portion of his time to career
development. In such a setting, it is assumed that changes in
age cycles may likely affect women’s work routines, mu&h more
than the men’s, particularly, during the child-bearing age
cycle. -

Respondents’ age groups range between 18 years and 52
years. About half of the total sample (49.3%) falls within
the age range of 26 - 35 years (see Table 4). Majority
(34.4%) of the male sample falls in the age range 26 - 30
vears; 14.7% in age range 21-25 years and 15.3% in age range
31-35 years.

For the women, those {(23.4%) in age range 21-25 years are
mostly single; while those (19.8%) in age range 26-30 years
and in age group 31-35 years (28.8%) are mostly married with

children respectively. This trend contradicts the assumption

200Adeokun, L. A, Reconciliation of reproductive and
productive roles of women, Paper presented at a Seminar on Nigerian
Women and National Development, University of Ibadan, 20-21 June,
1985. '
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that in the early adult years men are predominantly income
seekers while women at this age are mostly involved in raising
and nursing a family. The fact that 68.7% of the male sample
and 63% of the female sample fall within the middle age range
(26-40 years) (see Tables 4 and 5), shows that both men and
women show a great preference for work in the early adult
years, despite conflicting domestic roles, particularly for
the woman. Both men and women continue to be financial
contributors in the home. Table 5 however shows that across
industries, majority of workers employed are middle age while
most workers retire in their early 50s.

6.1.2 Ethnic origin

All the major ethnic groups in Nigeria are represented in
the sample, showing the heterogenocus nature of Lagos
metropolis. The data on ethnic origin shows that the Yorubas
are 1in majority (64.1%) (see Table 6). The higher
representation of the Yorubas shows Lagos as a Yoruba city
which has for sometime now faced the influx of other ethnic
groups, as the Federal capitél until recently, and also as a
ma,jor commercial centre in Nigeria. However, no Haussa woman
was represented in the sample.

6.1.3. Religion:

Information collected on respondents’ religion shows that
majority (76.5%) are christians, 18.9% are muslims, while only
1.8% claim the indigenous religion. It is assumed that

religious values could influence individual’s perception of
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gender relations both at work and at home. For example),
Islamic religion reinforces and perpetuates the structural
inequalities of the o0ld order, while christianity in a sense
liberated'some.Niggrian women by providing, through schools,
the opportunity for women to be full participants in the

modern labour market.

6.1.4 Marital status:

Table 4 shows that 52% are married; 2.8% are divorced;
1.4% are widowed while 1.4% are separated. It is significant
that majority (54%) of the women are married. Unlike in most
advanced nations where marriage continues to be a hindrance on
female labour force participation, in Nigeria, Women have
always combined work outside the family with their familial
responsibiiities. The conflict caused by worker-mother-wife-
roles has been a focus of scholarly researches in recent
times, while the resultant role stress and role strains on
mothers’ health status has not been well touched upon. The 8%
of the female sample which represents the divorced, the
widowed and the separated, points to a new trend in family
structure, that is, the female-headed households.

When marital status is cross-tabulated with occupationai
status, it is found that for the female sample, 8% are married
and 1in managerial position; 4.4% are divorced and in
managerial position while .9% are widowed and in managerial
" position.

In response to the question "were you married when you
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first joined this establishment?", the following response was
recorded - for the male sample, 30% were married before their
appointment while 26% married during the course of their
employment. Also, 29% of the female sample married before
their present employment, while 35% married during the course
of their present employment (see Table 7). 1In relative terms,
more women came in unmarried. However, the data here d?es not
adequately explain preference for single or married women, and
as against the single or married men. The response of
employers to employing single or married women are made more

explicit in some of the case studies on employers’ attitudes

towards female employment.

6.1,5 Number of children

Data on number of children does not show any significant
difference between men and women, except, for men with more
than one wife, who tend to have more children. Notably, 3% of
the female sample have more than 7 children on the average,
and 6% with six children (see Table 8). For both men and
women, 4 children tend to be a generally accepted number per
family. However, the number of c¢hildren a respondent
currently has depends on age of marriage and socio-economic
status of the respondent. When number of children is cross-
tabulated with occupational status, respondents with more than
4 children average fall within the category of clerical and

the unskilled workers.
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6.1.6 Numbef of wives/husbands

Information collected on the.number of wife/husband ever
had show that for the married male sample, 91% have an average
of one wife; 7% have an average of 2 wives while 2% have an
average of three wives. For the married female sample, none
reported having more than one husband even though our sample
include the divorced, the widowed and the separated. It is
significant. that majority of women in  this category
(widowed/divprced/separated) fall within the managerial and
the technical occupational groups.

6.1.7.Educational level:

The data on educational qualification of respondents at
the boint of entry shows that for the male sampie, 1.8% had no
formal education; 9.5% had primary/modern school education,
secondary school education, 61.3% fell into the category of
OND/NCE/Nursing, while 27.4% had University degrees or higher
National Diplomas (24.4% had HND/First Degree; 1.8% had full
professional qualification in ACCA/MBA; and 1.2% were with
Masters Degree/Ph.D). Among the female sample, none of the
women are uneducated; 12.4% have primary/modern school
educational; 31% had secondary school education; 3.9% are in
the category of OND/NCE/Nursing; while 24% are University
degrees or full professional qualifications (2.4% had
HND/First degree; 2.7% had full professional qualification in
ACCA/MBA, .9% are Masters degree).

Enquiries on current educational level show that for the
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male sample, 4 out of every 10 are improved on their
gualification since the point of entry, by acquiring a better
qualification through in-service training, part-time studies
and study leaves. For the female sample, only 2 out of every
10 have improved on their educationél qualification since
entry, and this is mainly through on-the-job training. Thus
for those who have improved their educétional qualification
during the course of employment, 73.6% of them are men while
26.4% are women. This shows a significant difference between
the sexes, It thefefore means that men tend to acquire more
on-the—-job educational training.

Table 9 shows the distribution of respondents by current
educational qualification by employer. Education as a major
criterion ;sed in recruitment to modern sector employment is
well supported by our data. Only 1.1% of the total sample
have no formal education. These are workers (usually men) who
were employed to do the pre-processing jobs, particularly in
the Textile Mill where bales of cotton had to be moved from
one production point to the other. Employers tend to employ
men on such job requiring muscular strength, and involving a
lot of weight lifting.

The data on years spent in school shows that both men and
women included in the survey have been exposed to western
education, although majofity (82%) of those with 19 years and
above are men (see Table 7). There is a corresponding

relationship between level of education and years spent in
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school. Thus, because men spend more years in school, they
tend to have relatively higher level of education compared to
women

6.1.8. Occupational Level:

Table 10 presents 27 occupational categories represented
in the survey. These occupational categories are later grouped
into sex-typical and sex-atypical jobs. Sex-typical jobs for
men and sex-atypical Jjobs for women are classified as -
managerial jobs; professional accountants/auditors; engineers;
electriéians; technologists; skilledﬁfactory jobs (operatives)
and unskilled factory jobs (weight-lifting).

Sex-atypical jobs for men and sex-typical jobs for women

include managerial (secretarial); confidential secretary;
typist/receptionist; nursing; and wunskilled factory work
(packaging and cleaning) and other soft works. Clerical work

is taken as typical for both men and womean.

Data on sex-typical and sex-atypical jobs shows a
significant difference between the sexes, thus supporting ‘a
sex segregation of jobs in the modern sector employment.
Tgble 4vshows that 90.5% of the male sample are in sex-typical
jobs for men, while only 37% of the female sample are in such
jobs. Only 9.5% of the male sample are in the so-called

feminine Jjobs.

201Alo, 0. I. and Adjebeng-Asem, Collective bargaining in women
occupations: the case of Nigerian clerical workers, Paper presented
at the Seminar on Nigerian women and National Development,
Institute of African Studies, University of Ibadan, 20-21 June,
1985.
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For further analysis, occupational categories are
regrouped as follows:
| a. Managerial:
This group includes all groups of managers
(Administration/Finance/Production/Technical/
Secretarial).,

b. Professionals:

This group includes the accountants; auditors;

engineers; electricians; technologists;
laboratory analysts; chemists; pharmacists;
programmers; administrative officers;
confidential secretaries; nursing sisters;

sales representatives etc,

C. Technical:
This group includes supervisors (productiocn);
supervisors (technical); foremen; skilled
production workers (thét is sighters, liners,
weavers, operators, Processors, spinners,
compounders) .

d. Clerical and Unskilled:
Clerical include typists; receptionists;
accounts clerks; planning and Administrative
clerks; production clerks etc.
Unskilled workers include all the unskilled
production workers (cutters; packaging

workers; weight lifters, cleaners etc.
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Table 11 shows +the distribution of respondents by
occupational category and by employer. Men outnumber women in
all the occupatipnal categories except the professionals and
the unskilled. Most of the women iq the professional category
are confidential secretaries, administrative officers and
nurses, whereas men in the professicnal group are mostly
engineers, accountants, auditors, electficians and
technologists.

The majofity of the unskilled_factory workers are not
included in the survey ’bgcause mosﬁ of them are casual
labourers, who are not entitled to promotion, annual salary
increment, training and other job advancement. They are
mostly daily-paid workers who can be laid-off at the shortest
notice. However, field observation shows that women outnumber
men in.this category. In-availability of up-to-date records
on the casual workers does not allow for documentation.
However, unskilled workers represent 7.1% of the male sample,
and 15.9% of the female samble.

For the managerial category, 19% of the male sample are
in this category, while 13.3% of the female sample are also-in
the managerial cadre. In reality, this gap is wider. The
special attention given to women in this study tends to over-
represent the female population compared to the male
population in the survey locations.

About 75% of workers in the technical category are men

while 25% are women. Case studies of women in technical
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category (as electricians or engineers) give interesting
revelations about women currently moving into jobs
traditionally méant for men., Summaries of such case studies
are given in chapter 5,

When occupational status is cross-tabulated with marital
status, the data on respondents in managerial caiegory shows
that 87.5% of male managers are married while 12.% are single.
For female managers, 60% are married, 33% are divorced, 6.7%
are widowed, while none of the female managers 1s single.
This further emphasizes the importance placed on marriage
within the Nigerian society. Women in managerial position
must have passed marriageable age. There is the tendency for
women to marry late today because of vyvears devoted to
schooling and training for modern emplovment, however, the
society frowns on women who are over 30 years and unmarried.
That 33% of female managers are divorced is an indication of
the type of struggle facing women in the bid to maintain a
balance between home and job. It could also mean that divorce
in a way enhances occupational mobility for sbme divorced
women as they are likely able to devote more enérgy on
economic success,

The data on the professionals also points to a new trend
in female employment in the modern labour force. TFor example,
a cross—-tabulation of age and occupational category shows that
women in the ﬁrofessional category are relatively younger than

the women managers. Table 12 shows that 47.5% of male



270

THELE

1%

Percentadge distribution of respondents by

marital

atatus and

occupational

SrGu

Marital
Statis

Managsr
ial

Frofes-
wional

Teohni-~
cal

Cleriocal

Unsekilled

h3
=
R3

Marrisd|1s.7 ] 801119168 ]13.7{10.%] $.5]| 9.7]|1.8] 8.8
Divoros - . - -~ s - - 7 S .9
Widowed | - . - = L.2 LG - - - -

Separa 1

teesd - - Nﬁi - 1.2 - N - - .7
Total 121013 3 (23. 8|38, 0|32, 2152117, 818, 8|7.2115.%

N, -
Moo=

Male

Feamals




Pearosntags

TABLE

1&

of

respondsnts b

W U rant

aducati

distribution
onal

lave]

and oooupational

shantus

Educational .

1wl

Marage
~ial

Profaes
aional

(%ﬂchnical Clerical

Unakil
led

¥l F

Mo formal
adducation

Low lewsl
(Pry. &
Past pry)

Meedium
(ORD /HMCE D

High
{Unv. &
Eguivalents

4.2 110,58

2.4 8.0]25.0
T.¥114.2] 4.8

137115,

3
&4
o

.01 7.7

ol 8.9 9.7
9] - ~

1.8 -
5.4[15.0
Bl e

Tetal

|

|19.1)13.3
1}

J
5 |23.8]38.1)32
1 1 A,




272

professionals are single, 50% are married while 2.5% are
separated. For the female professionals, 55.8% are single,
while 44.2% are married. This confirms the general
observation made during the field work, that there is an
upsurge of a new crop of female professionals, particularly as
accountants; pharmacists and public relations officers. It is
important to note that both married and unmarried women are
found across all occupational categories.

A cross-tabulation of occupational category with
educational qualification shows a strong association between
the two variables for both men and women that is, educational
level tends to be positively related to occupational status
{see Table 13). Table 13 shows that none of those in
clericai/unskilled.categories possesses a high education (that
is, HND/First Degree/M.Sc./Ph.D). It is interesting to note
that 2.1% of those in managerial position have low education
(Secondary School/Trade Centre etc.), this category being all
men. This could be explainéd as meaning the existence of a
more favourable conditioﬁ for men to develop through the job
hierarchies; or a self-determination to 'make it’, on the part
of the men. In the medium educational level (that is, OND/NCE
and its equivalents), are 66.7% men and 33.3% Women.. Also, in
the higher educational'levei (University degrees and full
professionals) are 67.6% men and 32.4% women. This pattern
runs through the occupational hierarchies, confirming the

general assumption that men are often better educated in a
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society dominated by patriarchal values and capitalist

orientations.

6.1.9. Income ievei:

Table 14 shows the distribution of entry salary per annum
for the respondents. About 58% of the total sample fall below
N3,000 per annum, making up 59.2% men and 40.7% women. It is
significant to note that 98.2% of the female population fall
within the range of ¥9,000 and below. Though the majority
(92.8%) of the male sample also fall in the salary range of
83,000 and below, 85.7% of respondents with entry salary of
N9,001 and above are men while 14.3% are women.

Table 14 also presents data on the present income level
of the sample. Only 23.1% earn less than N3,000 (that 1is,
16.8% of the female sample and 27.4% of the male sample). The
general income distribution in table 14 shows that an average
worker has enjoyed at least one salary increment. Respondents
with relatively high income level (that is, N12,001 and above)
are mostly men (70%). Tables 15 and 16 show that in all the
companies, most workers are employed at a relatively lower
occupational hierarchy. Workers therefore develop through the
job hierarchies. Salaries, work routines, promotion, training
and general conditions of service in the establishments
survyed indicate homogeneity in organisational climate (this

is explicated in the respective employees handbook).
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TABLE 15

Percentadgs distribution of respondsnts by pressnt salary by company
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Parcentage distribution of respondents by occupational status

and income level
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A cross-tabulation of income 1level and occupational
status shows a strong association between the two variables
for both men and women in the samples. Table 17 shows that
within the managerial category, none earns less than N6,000,
while 25.5% of them earn above ¥15,000 per annum (some earn as
much as HN50,000 per annum, excluding fringes). About 75% of
managérs who earn above H15,000 are men while 25% are women.

None of the clerical staff earns above H9,000 while none
of the unskilled workers earns above HN6,000 per annum.

6.1.10. Social background

The data on respondents® social background, including
socio-economic characteristics of their spouses are presented
below:

a. Rural /Urban Background

The data collected shows that 26% of the total sample
have rural background while 74.4% have urban background. The
towns/villages named by respondents are classified rurél/urban
depending not only on population but industrial growth
(existence of industries; higher institutions; commercial
centres; telephone; transport facilities etc.). The towns

classified as urban include Lagos, Ibadan, Onitsha, Enugu,

Abeokuta, Aba, Kaduna etc.); while the smaller towns are
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grouped as rural. This is because we are more concerned with
measures of industrial growth, which might have exposed our
sample to modern industrial wogk and industrial way of life.
Data on rural/urban background shows no significant difference
between the male and female samples. Data collected shows
majority (73.8% of the male sample and 75.2% of the female
sample) have urban background.

b. Spouses’ Socio-economic characteristics

Basic information sought on respondent’s spouses show
that .4% are farmers; 12.3% are either in ’'business’ or
trading; 17.8% are teachers/nurses/caterers; 12.6% are civil
servants; 3.6% are in managerial position; 5.8% are
professionals (lawyers, gccountants etc.); while 2.2% are
factory production workers. About 46% of the study sample are
still unmarried.

When compared along gender lines, the wives of male
respondents are concentrated in trading, teaching, nursing,
catering and civil service; while husbands of our female
respondents are concentrated 1in business, civil service,
professional jobs (as lawyers, accountants, auditors,
engineers etc.); managerial Jjobs; and factory production.
There are cases of wives in managerial and professional jobs
(15.4% of our respondents with spouses in the
managerial/professional jobs are men while 84.6% are women).

The data on spouses’ level of education shows that 9%

have no formal education; 32% have secondary school education
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and below; 14.1% have NCE/OND and its equivalents; while 42.8%
have Uniuversity education and its equivalents. About 21% of
the spouses with no formal education are men, while 78.6% are
women. Also, 40.2% of spouses with high education are women
while 59.8% are men. With sex as a dependent variable, there
is a significant relationship between sex and spouse’s level
of education (that is, male spouses have higher educational
qualification ﬁhan the female spouses). The data on spouse’s
occupational status and level of education showé that women
generally marry a high status male (hypergamy), while men on
the other hand generally préfer to marry below their own class
position.

Majority (83.8%) of the spouses are christians while
16.2% are muslims, still supporting the early exposure of
christians to western education.

Also, more than half (52.3%) of +the spouses are
monogamously married and have never been divorced, while
majority of those who have changed spouses one time or the
other are mostly men. Significantly, data on the number of
children shows preference for small family size. For example,
families with 4 children and below represent 69.4% while 25.9%
have 5 children and above. The data however reveal no strong
difference between men and women since most of the families
are monogamous. It is however worth noting that half of those
with more than 7 children are women while half are men,

showing that some people still place a great emphasis on large
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family. Ironically, this population falls among the low
skilled workers who are not likely to be capable of meeting
the financial demands of keeping large families, considering
that their skills attract little monetary rewafds.

6.2 Work historvy and general conditions of work

This section provides information on respondents’ work
history and the general conditions of work. It focuses on
workers’ access to factors which make for ¢growth and
advancement in the chosen career.

6.2.1. Previous employments

Information collected on job history shows that majority
(65.8%) of the respondents (67.3% of the-male sample and 64%
of the female sample) had worked elsewhere befofe the present
job, while just about one-third are in paid employment for the
first time. Our data does not show any significant différence
between the male and female samples in terms of job history.
For example 40,5% of the male sample and 39.8% of the female
. sample report that their former jobs are similar in form and
content to the present jobs while 28% of the male sample and
24.8% of the female sample reported that last jobs are
different from the present jobs. This does not necéssarily
mean that both men and women have similar processes of
proletarianization, as Jjob segregation is a predominant
feature of the modern industrial labour market. Modern
industrial world tends to be fluid for workers with requisite

skill and training. Labour turnover itself often tends to be
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related to the socio-economic environment of work. For
example, in Nigeria, with current debt crises, and attendant:
inflation and rising prices of goods, skilled workers tend to
seek the highest bidder for their skills, while workers with
less demanded skills are stuck with their employers because of

the high level of unemployment.
Notably, majority (60.8%) of those who prefer their
present jobs to the previous ones are men. It is not uncommon
to find women who have resigned from an interesting job

because of family responsibility, particularly, husband’s

transfer. This is the commonest reason given by women for
leaving the very last employment. Other reasons given for
leaving the last employment include - involuntary retirement/

termination (53% men and 46.7% women): spouse’s transfer (75%
women and 25% men); victimization and other unhealthy
relationship at work (57.1% women and 42.9% men), further
studies/retréining (70.4% men and 29.6% women); lack of job
security (51.9% men and 48.1% women); poor condition of
service (66.7% men and 33.3% women); the nature of the jobs
(that is lack of satisfaction with job; lack of prospect and
growth; lack of challenge etc.) (62.5% men and 37.5% women).

The data on reasons for leaving the Qery last employment
shows that both men and women industrial workers face
involuntary retirement/termination; lack of job security; poor
conditions of service and so on; which are caused by global

and local current economic crises. However, women are more
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affected by husband’s transfer than vice-versa. Also, more
men tend to leave their job for further studies than women.
On the whole, our data shows that women tend to stick to their
jobs more than men even in cases of obvioﬁs social
deprivations.

6.2.2. Present employment

Table 8 presents data on respondénts length of service
with present employer. Two observations are made in relation
to the "length of service" data. First, 60,9% of respondents
who have Jjust spent 1 - 5 years are men, while 39.1% are
women . This might mean a preference for male workers in a
situation where there is surplus 6f human labour. On the other
hand, it might also reflect change of policy in favour of
women (meaning that women are.gradually penetrating the modern
industfial labour market). However, it is significant to note
that 100% of those who have spent 16 years and abbvg with
their employers are men. This is not unrelated to the fact
that women are just entering industrial labour force in the
recent times.

The data on total years spent in paid employment shows
that 29.8% spent 1 - 5 years; 26.3% spent 6 - 10 years; 20.3%
spent 11 - 15 years; 2.1% spent 21 - 25 years whilst 1.8%
spent 26 - 30 yearS.A It is also significant thét no woman in
the sample has spent up to 26 years in paid employment.

The information collected on nature of present employment

shows that all respondents included in the survey sample are

!
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TABLE 18

Percentage distribution of respondents by

respondents by department/sections

Departmént Male _ Female Total
| -

Personnel (Admin) 18.5 31.9 23.8
Production 47.0 42.5 45.2
Finance 16.1 10.6 13.9
Technical/Maintena 6.5 4.4 5.7
nce

Marketing/Purchasi 8.9 . 6.2 7.8
ng

Public Relations 1.8 ' 3.5 2.5
Health Unit 1.2 .9 1.1
TOTAL 59.8 40.2 100
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on permanent appointment. As already indicated, workers on
part-time, temporary and contract aﬁpointments are left out
because they are not entitled to promotion, and intensive
training and therefore fall outsidé the sample.

Table 18 shows the distribution of respondents in the
various departments. Data in this table hides sex segregation
in the labour market, for in reality majority of men are found
in production line, finance, technical and marketing
departments; while women are mostly found in personnel, public
relations and health unit. However, that 66.7% nurses in the
sample are men also point to the fact that men have started to
make an in-road into occupations traditionally seen as
female’s. Notably, 37.8% of production workers are women,
while 31.3% of technical workers are women. This also
indicates that women are also moving into the traditional
‘male-occupations.

In order to measure the position of women within the
organisational authority structure, respondents were asked
whether or not they have ever held supervisory positions. The
data collected shows that majority (89.7%) of the sample are
responsible to immediate supervisors, while 10.3% are not.
About 79% of those who are not responsible to immediate
supervisors are men while only 20.7% are women. Thig shows
that men tend to be more in supervisory positions (or
positions commanding authority). This also indicates a big

difference between men and women, in terms of accessibility to
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supervisory roles.,.

Among workers (77.9%) who have direct subordinates, 57%
are men, while 43% are women. Significantly, majority (79%)
of those who have never held any supervisory positions before,
are women. The data here points to relatively lower positions
for women (compared to men) in the organisational authority
structure. |

6.2.3, General conditions of work

In order to elicit information on the general condition
of work, questions were asked on such things as allowances
(medical, housing, transport, leave and so on); gratuity
scheme; mode of recruitment; in-service training; promotion
etc.; and the way the individual compares himself/herself to
same or opposite gender in comparable job positions.

(a) Allowances

Allowances paid to workers include medical, housing,
transport, leave, end of year bonus and food subsidy
allowances. Some of these allowances are paid in cash whereas
others are in kind, for example all the companies run catering
services where workers either eat free or pay 40% of cost.
Also, most workers receive free medical services from the
respective company’s clinic.

No significant differences are recorded between men and
women in terms of these allowances (differences tend to be
along occupational lines rather than gender lines). Since

majority of women are in the low level Jjobs, it can be
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inferred that women, as a category tend to earn less, in terms
of total spending on the labour force.

The data on medical allowance shows that majority (77%)
cannot estimate their medical allowance, while 6% report their
medical allowance is below‘NBOO per annum; 5.7% have a medical
allowance of HN500 - ¥1,000 per annum; for another 5%, it 1is
1,001 - N2,000; 1% estimated it to N3,001 - ¥5,000, while for
1.4% said it is above N5,000. It is significant that 100% of
those earning ¥5,000 and above for medical allowance are all
men. Thus, when medical allowance 1is cross-tabulated with
occupational category, all respondents with ¥5,000 and above
for medical allowance are all in managerial positions. This
is to say that workers’ allowances are directly related to
occupational statﬁs. Since men tend to occupy the top job
positions, they tend to earn more in terms of allowances,
This trend is the same for other allowances.

The difference between men and women in terms of medical
allowance is brought out more succinctly as respondents list
other family members covered by their medical allowance; and

whether or not their medical allowance covers the cost of the

following:
i, drugs/hospitalization for self
ii. drugs/hospitalization for children
iii. drugs/hospitalization for spouse
iv. maternity care for self

v maternity care for spouse
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vi, drugs/hospitalization for parents.

From the responses got, the following observations are made -

i

ii

iii

iv |

members of the family of the junior staff are not
covered by the various medical schemes for workers.
Forty-two percent of the total sample do not have
the company’s medical scheme extended to their
family members. When 'medical care arrangement’ is
cross-tabulated with occupational group, it is
found that majority of respondents whose families
do not enjoy the medical care supplied by employers
are Jjunior staff, or senior staff who are still
single.

memBers_of the families of the senior staff are
covered by the medical.care arrangement but with a
significant difference between male and female
workers. For example, an. average senior staff
(male) 1is covered in the medical care scheme
including a wife and 4 children; while for a woman
who is a senior staff, the medicare is extended to
her, and-her 4 children, whereas her spouse 1is
excluded,

all the casual labourers (both men and women) are
not entitled to the‘coméany’s medicare (except in
case of accident while on duty which requires first
aid or further medical treatment).

it is also significant to note that each company
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does not bear the cost of surgical operations,
dental, ophthalmic, aural, maternity or venereal
disease treatment, nor of artificial limbs or
surgical appliances; nor is treatment extended to
parents of employées.

The data on housing allowance shows that the companies
surveyed do not provide 1living accommodation for most
employees, Rather, a house rent subsidy is payable at a
specified rate depending on occupational status. Housing
allowance varies from N840 per annum to above K5,000 per annum
(difference in rate is among occupational groups rather than
gender groups). Where husband and wife work for the same
employer, only one of them is entitled to housing allowance,
otherwise, both men and women are entitled +to housing
allowance irrespective of spouse.

Information on transport allowance shows that all
employees receive transport allowance (ranginglbetween N720
per annum and N4,000 per annum) except in the following

circumstances -

i, where the company provides transport for workers
ii. where an employee possesses a company vehicle, or
iii. where the worker resides in the company housing

estate very close to the factory premises.
All workers eat at the company canteen at subsidized
rates. When there is an official outside assignment (where

there 1is no company canteen), workers are paid lunch
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allowances depending on occupational status.

Paid annual leave/allowance is granted only after 12
months of continuous employment with the employer. The leave
allowance depends on salary level, while the leave period is
also dependént on occupational étatus. In most cases, the
leave allowance is a minimum of one month basic salary.

End of year bonus is usually at the company’s discretion,
but more often than not, it is also same as a one month basic
salary. Also, both the gratuity scheme and the staff

provident fund are with equal terms for both men and women.

(b) Absenteeism

To measure absenteeism, respondents were asked to sum up
days/week stayed off work because of -
i. personal health problem
ii. child illness
iii. maternity leave
iv. spouse illness
v. to attend ceremonies
vi. examinations.

The data collected on absenteeism show that only 30.6%
(44.2% being women and 55.8% being men) had stayed away one
time or the other because of personal health problem; 68.3%
said they never stayed away from work because of health
problems. It is important to note +that there is no

significant difference between the responses of male and
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female workers.

The information gathered on those who have stayed a&ay
from work because of sick children show that only few (7.5%)
of those with children had stayed away to attend to sick
children (81% of +this being women and 19% being men).
However, this finding confirms the general assumption that
mothers, more often than fathers, would likely leave their
jobs to attend to sick children. According to Oppongzw,
there is a tacit assumption that reproduction is the domain of
women, thus, this forms the major basis of female role
conflict. However, the relative small number of parents who
hafe stayed away from work because of sick children implies
that parenﬁs have started to device different strategies to
cope with domestic demands which traditionallyl tend to
jeopardize their work interests.

Maternity Leave is only granted expectant mothers. Our
data shows that 23% of the female éample have enjoyed
maternity leave within. the last one year (that is, 1988
January, to 1989, Januafy). With the mean age of the female
sample being - 29.05 years, this is not an unusual finding, as-
most of the married women are ih the child bearing age. This,
however, ﬁas implication for an organization which is profit

oriented in terms of effectiveness, efficiency, continuity,

202Oppong, C., Family structure and women’s reproductive and
productive roles: same conceptual and methodological issues, in
Anker, R, et al, (eds) Interactions between women’s roles and
population trends in the Third World, London, Croom Helm, 1982,
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and productivity.

The information on respondents who have stayed away from
work because of sick spouse shows that only 33.3% are men,
while 66.7% are women. Also, 59.2% of those who stayed away
because of social engagements (burials, wedding, ana other
ceremonies connected with the welfare of friends and blood
relations) are women, while 40.8% are  men. The higher
percentage of women in this category further emphasizes the
pivotal role the woman plays as a wife, mother, Sister,
daughter-in-law and friend; and for both men and women, it
emphasizes how much time is consumed by individual’s
obligations to immediate and extended family unit.

Marshall203

had observed that a Yoruba wife gives generously
of her time and money tq activities in her affinal compound in
order to gain the favour of her husband and other co-wives.
About 78% of those who have_taken time off to sit for
different examinations within the one year are men, thle
22.2% are women. The higher percentage of men in this
category further confirms the fact that men, more than women,

spend more time on status building roles.

(c¢) Nature of Work

The data presented here reveal information on work
routines; pattern of recruitment; in-service training;

promotion prospects; and taxation.

203Marshall, G. A., Women, trade and Yoruba family, Unpublished
Ph.D Dissertation, Columbia University, New York, 1964.



293

Work routines

OQur findings show that 28.2% of the sample engage in
shift work. Most women (83%) who do shift work, do day-shifts,
while majority (91.4%) of those who do night-shifts are men.
The few women (8.6%) who do night-shifts are all nurses and
clinic attendants working in company’s clinic. These findings
agree with the government stipulation that women should not
work on the shop floor after 10 p.m. Thus, women who engage
in shift work are only engaged till 10 p.m.

Recruitment patterns

Many of the workers {(76.4% of the male sample and 41% of the
female sample) are recruited through routine interviews; while
others (2.8% of the male sample and 39.6% of the females) are
recruited through personal contacts. This data shows a
significant difference_between men and women in terms of
recrulitment pattern. For example, the data shows that more
women, than men, are likely to be employed through personal

contacts.
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The implications of the above data might be that a lot of
p?ejudices still exist towards female employment in the
ménufacturing industries thus, few of the women (compared to
mgn) are employed through the normal channel of
aavertisement/interview phenomenon. Majority of women are
therefore employed through the ’'back-door’, using personal
contact. This phenomenon has implications for women
employment in general, viz -
| i. it may mean that the.most qualified women are not
| employed especially where such women lack necessary

personal contact.

ii. since the best women are not employed for the best
job, there could be attendant implication for Jjob
performance. That is, the performance of the
ﬁrivileged. few (women employed through personal

contact) might not represent average performance of

women in general.
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iii. the awareness of a privileged position of a small
class of women by other workers (especially men)
might lead to wrong assumptions about women workers
in general. That is, it could lead to subtle
éntagonisnl between male and female workers (the
case studies presented in chapter 8 reveal some of
the implications of this, particularly what men

call "bottom-power").

In-service training

Our data does not show any significant difference in
exposure to in-service trainiﬁg between men and women, the
average mean for men is 3 and 1.08 for women. The data on
in-service training shows that sex as a variable, does not
have gsignificant effect on in-service training; rather, there
is a direct relationship between in-service training and
variables such as occupational status and length of service.
When length of service 1is cross-tabulated with in-service
training, the association between the two variables showed a
positive relationship. It is found that the number and type
of in-service training received by workers depends on length

of service and type of job done.

Promotion patterns

Most of the respondents who are promoted for outstanding
performance before others in the same Jjob level, are mainly

male workers (66%). The significance of sex as a factor of
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promotion is alsovshown when respondents were ésked the number
of times they have been promoted, as it is found that the mean
for men ié 4, and 2.2 for women.

Tax deductions (P.A.Y.E)

The data on tax paid per month shows that what is paid as
tax by individual worker is directly related to income level
and occupational status, however, the noticeable difference is
between men and women occupying the same occupational status,
earning the same salary and with same marital status. For
example, it is found that whilst a man pays between N5 to N10O
as tax, a woman in the same job category pays between N30 to
NZ200 per month. A comparison of tax paid by both men and women
with the same emolument shows that -

i. women are overtaxed
ii married women do not receive children allowance,
except there 1is a written application by the
husband, allowinglthe wife to do so.

iii. women do not receive spouse allowance.
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d. Organisational Opportunity structure

To measure the organizational opportunity structure as
perceived by the individual respondent, “more indepth
information is sought on pattern of promotion and general
prospects at work. Data on promotion shows that while about

70%-of the male sample h

ar

ve received one type of promotion or

ja]

the other within the last 5 vears, only 56% of the female
sample have experienced the sane. About 30% of the nale

sample ‘and 44% of the female sample are yet to receive any

D

form of prowmotion since employved.

i

A strong relationship is found between year of last
prowotion and length of service on one hand and occupsational
status on the other hand. When recorded promotion is cross-
tabulated with length of service, majority (53.1%) of those
with low promotion recor@ have not spent more than 5 years
with the present emplover while 82.6% of those with high
promotion record have spent between 6-15 years with their
present employver 'Xg = 150.4, df = 8, sig. at P< = .01).

The data on yeér due for the next promotion shows no
gsignificant relationship between gender and prromotion
prospects. About 206% of the male sample and 9.7% of the
female sample expect promotion in another two years; while
16.7% of the male sample and 21% of the female sample report
they are already overdue. Thirty-five percent of the male
sample and 29.2% of the female sample could not say

o

categorically when their promotions will come. The fact that
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there is no strong association between gender and perceived
lack of promotion prospects does not mean that egual treatment
are meted out to both men and women, for the higher percentage
(63%) of women among ﬁhosevpeople who expect their promotion
within the next one year might mean that more women than men

are already overdue for promotion. Again, that more women
I: S 3

At

(56%) than men report that they are already overdue for
promotion confirms +the imbalance in promotion prospects
between men and women.

Since it is likely to have variation among people who in
fact occupy the same Jjob ladder in terms of promotion
prospects, we try to measure situations reflecting opportunity
differences for men and women, using items reflecting
managerial tasks and occupational segregation (these items
were used by Kanter7 in her Indisco study). Table 19 shows
that both men and women positively  desire items related to
increased responsibility and managerial tasks. However, our

findings show a 74.7% average for men on desirability of items

o

reflecting managerial tasks, while for women, the average
percentage of desirability is 91.8%. This slightly
contradicts Kanter’s finding that desirability of these items
is higher among men than women. However, in Table 17, the
percentage average for men (78.8%) and for women {(59.5%) show
that these items are more desirable than likely for women.
The positive response of women to the desire for managerial

tasks might not be unconnected with the growing consciocusness
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TaRLE 19

Percentade distribution of respondents by desirabi 1itv ans

lLikehood of events if and when in managerisl positi
ODesirability and likehood
of events in managerial
position J i F T M F T

]
Things most desirad
fa) Items reflecting
managerial tasks -
|

1. Increasad rezsponsibility B6.3 93.8 B89.3 13,7 &.2 0.7
2. Making policy decisions } 21.1l 95.6 92.9 .9 4.4 7.l
Z. To bs a lsadsr 2. 92.% 9Z.2 8.3 7.1 T8
4. Indepsndent thought/action] 91.1 0.3 90.7 a.9 ST PL.E
5. Dutspoken/Objective PL.Y RBLE 4.0 T 4.4 &0
&. Aggressive/Competitive 8.3 83.2 85,1 13.7 les.8 15.0
Itens reflecting occupational Segredation '
. Opposite gander coworkers TH.O O B82.3 85,1 14.9 E.0 0 14,9
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7. Dpposite gender co-worker 52,0 84.1 &5.5% 47.0 15.9 34.5%
8. Dpposite sex boss d.d4 BT.S 42.8 Th.e 12.4 ho.z
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LD, Same 3&x CO~wWo rkers J 0.5 s1.1 TF8.4 9.5 38.9 21.4
KEY: ™M = Maleg; F = Femaleg; T = Total.
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among Nigerian women that within the present sccio-economnic
development, the survival of iheir homes depends on how much
thev are able to contribute both in cash and in kind.
Ttems reflecting occcupational segregation (see Table 19)
£~

show that 75% of the male sample and 82.3% of the female

sample desire having opposite gender co-workers, while

=
&

ajority (80.5%) of the women feel that if +they become
managers, their main problem will be gaining acceptance and
respect from other managers, who are mostly males. This
\indicates a'greater reluctance on the part of men to accept

the opposite sex as a boss, or as an equal.

(e) Gender discrimination within the work environment

Perceived gender discrimination is weasured in four
different ways. That is, the respondents assess the following
as they compare themselves to workers in comnparable jobs:

objective conditions of work (salary, fringes, tax per

[N

month, training and promotion);

1i. subjective conditions of work (that is, encouragement
received from others to advance in work and to improve in
job performance/general well-being;

iii. social relations at worlk; and

iv., a general aporaisal of gender discrimination.
-The subsequent paragpaphs present data on the different

measures of perceived gender discrimination.
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i, Objective indices of perceived dender discrimination at

The objective indices of perceived gender discrimination
are assessed by making comparisons across and within gender
groups.

Comparisons across gender droups:

n
N
H
n
3
A
i

R

In assessing salary across gender groups, most (60%) of
thogse who report lower scalaries are women, while majority
(63%) of those who enjoy higher salaries are men. On the

1 7

whole, majority of the respondents (54% of the males and 62%
of the feumales) report no difference in salaries; while 2.1%
(100% of whom are men) are not in position to compare since
there are no women in comparable job=s. No significant
difference is receorded on how men and women in the same job
level perceive their salaries, particularly when they compare
themselves to the opposite gender. Although when the overall
proportions of womnen and their total szalaries are cowmpared to
those of men, there wmight be a sharp difference. Any
consideration of salary difference between the genders in work
organizations needs to take into account such indices as -

- educational level

- job experiencé (training)

- occupationsl status

-  promotion etc.



Frinse benefits

A gignificant difference is found between men and women
of comparable jobs when fringe Dbenefits are assessed.
Although majority (53.6% of male sample and 64.6% of the
female sample) share thelsame fringe benefits; others, enjoy
lovwer (14% of the male sample and 21.2% of the female sample);
or higher (23.2% of males and 12.4% of females) fringe

benefits.

Tax deductions (P.A.Y.E,)

The data on tax shows that majority (68%) of those who
pay less tax (compared to those of opposite gender) are men,
while women are more (63%) among those who report higher
taxes. Others (39% of the males and 34% of the females) claim

that tax deductions are same across gender groups.

o

Training
The data on opportunity to train on the job shows that
men and women do not enjoy the same opportunity to train.

Thus, majority (75%) of those who report a higher opportunity

to train on the Jjob are men.

Promotion prospects

The data on promotion prospects also indicates different
experiences across gender groups. Although about half of the
total sample report equal opportunity prospects with those of
their colleagues irrespective of gender, more women (68%)
still report 1ow§r promotion prospects, while (70%) of those

with higher promotion prospects are men.
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Comparison within the same gender group

Using the same objective 1indices identified above,
respondents also compare themselves to ’same gender’ in
comparable job level within the same establishment.
Satary

In terms of salary, very few respondents (10.7%), that
is, 20 men and 10 women, report that their salary is lower
than those of the same gender in comparable jobs; wh%]e there
is no significant difference between men and women in terms of
likelihood of higher salaries (7.7% of the male sample and
7.1% of the female sample report that their salary is higher
than those of same gender). However, the few who earn less or
more indicates the effects of personal attributes in terms of
job performance and efficiency which could earn a worker, less
Qr more prospects at work.
Fringes

The data on fringe benefits does not show any signhificant
difference between responses of men and women as they compare
themselves to the same gender in equivalent jobs. Both men
and women tend to enjoy the same work fringes, although few
workers (9%) report Tower fringes.

Tax deductions

When respondents compare the monthly tax deduction on
their salaries with those of the same gender and in comparable
jobs, majority (65%) report no difference in tax deductions,

while those who report Tlower (8.9%) or higher (18.1%) tax
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deductions, 1ink this occurrence with their marital status.
Single women tend to pay less tax compared to married women of
the sameé salary level; while on the other hand, married men
tend to have more tax relief than single men, and hence
martried men tend to pay less tax.

Training and promotion prospects

In terms of training, and promotion prospects, over 80%
in both instances, claim the same experience, while few
others have experienced either Tower or higher
training/promotion prospects.

The data on objective 1indices of discrimination, as
respondents compare themselves with opposite/same gender show
a significant difference between gender in terms of perceived
gender discrimination.

Table 20 shows the distribution of respondents by Tlevel
of discrimination (see Chapter 4 for detailed description of
gender discrimination indexing). When comparison is made
across gender groups, 24.8% of the female sample feel highly
discriminated against, while only 8.9% of the male sample feel
the same. On the other hand, 20.8% of the male sample and
only 8.8% of the female sample report that they are better
treated than those of the_opposite gender,

A sharp difference exists between men and women when
comparisons are made across gender groups, whereas such a
distinction disappears when comparisons are made within a

gender group. For example, comparing within the same gender
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Percentags distribution of respondents by level of psrceived

discrimination at work

Comparad to opposits

Comparead to sams

gancler gancdgr

Perceived discrimi-

nation in condition

of work | Il F T i F T

(Objective indices)

High lewsal 8.9 24,8 15.3 11.3 8.8 10,3

(D5~-08)

No discerimination 48 .2 55 .6 51.6 SR.0 1.7 TOo.L
(%0110

P@sitivély favouread 20,8 5.5 16,0 5.3 Tl T.8
{12-18]

Incomplets index 17.3 2.7 la.2 10,1 1.5 10.7

Mot applicable b - Z.1 & P W7

NG rEsponse 1.2 - i 5 - iy
Total 100 100 100 100 1100 100

(Sublective Indiges)

High lewel 8.3 | 20.4 | 13.3 10.1 [13.3] 11.4
(D4-08)

M di$cﬁiminatimn S2.5 53.1 58.7 4.3 |57.3 55,5
(07 - '0%)

Positively favoured 187 19.5 17,8 19.6 15,8 158.5
(1o - 13

Incomplets indax T.T 4.4 & .4 4.2 ] 2.8

Not applicable 4.2 2.7 L& 1.2 1.8 1.4

MO reEInonNsSe o ~ .4 ) - o 4
Total 100 )...200 100 |00 200 100

KEMN: M = Maley F = Famale; T Total sample.
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group, very Tew respondents (11.3% of the males and 8.8% of
the females report a high level of discrimination at work.

ii. Subjective indices of gender discrimination at work:

encouragement to improve and advance on the Jjob

To measure respondents’ perceived discrimination at work,
respondents compare . themselves with other workers at
compafab1e jobs within and across gender groups, 1in terms of
encouragement received from different categories of workers to
improve and advance on the job.

Comparison across dender groups

When comparison +is made across gender groups, majority
{(58%) of those who report lower encouragement from the male
superiors are womeh, while about the same humber of men and
women report higher encouragement. Oon the whole, majority
(53%), that is, 98 men and 49 women, report the same level of
encouragement from male suberiors.

The 1evel of encouragement received from female superiors
compared to opposite gender alsc shows more of the female
workers (23%) receive less encouragehent from them, although
15.5% of the male sample and 20.4% of the female sample
receive higher encouragement. Notably, majority (56%), that
is, 100 men and 58 women, receive equivalent encouragement
from female bosses. About 11% of the male sample and 5.3% of
the female sample do not work directly with female éuperiors.
From personal discussions with respondents and personal

observations, it seems gender discrimination at the subjective
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level 1is rather subtle than obvious. 1In fact at this level,
the existence of gender discrimination 1is easily taken for
granted, and sometimes seen as personal vendetta rather than
a group affair. The cultural boundarylcreated between £he two
gender groups makes it more difficult to deal with such gender
prejudice and often means gender discrimination could be more
persistent while yet, workers Tlack conscioushess of its
existence.

When respondents assess their relationship with female
co-workers it is revealed that 10.7% of the male sample and 8%
of the female sample receive lower encouragement from female
co-workers, compare with the opposite gender; 67.9% of the
male sample ahd 73.5% of the female sample report the same
level of encouragement, while 13.7% of male sample and 15.9%
of female sample report higher encouragement (from female co-
workers) to improve in Jjob performance. The data on female
co-workers (when comparison is made across gender groups) does
not show any significant difference between gender groups.

‘Data on encouragement received from male co-workers, 6%
of the male sample receive lower encouragement; 67.9% receive
same encouragement while 19.6% receive higher encouragement.
About 12% of the female sample, receive lower; 69% receive
same; while 15.9% receive higher encouragement. | The
relationship between male and female co-workers are further
espoused 1in our case studies enumerated 1in chapter 5.

However, the data presented above show that majority of the
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respondents share the same work relationship both within and
across gender groups. The following observations could also
be made -

(1) the male workers tend to receive more favour
from both male and female supefiors (that is,
compared to their female counterparts).

(i1) gender has 1less 1influence 6n how a female
worker relates to other co-workers (men and
women)

(ii1) group-sentiments appear stronger among the
male co-workers (the data show more antagonism
across gender groups rather than within same
gender). For example male co-workers tend to
encourage themselves more than they will
across gender group.

(iv) as will be further shown below, female bosses
identify less with female workers.

Comparison within the same dender dgroup

When respondents compare encouragement recéived from male
supervisors with same gender in comparable job level, 8.9% of
the male sample and 9.7% of the female sample report Tlow
encouragementq 64.9% of the male sample and 70.8% of the
female sample report equivalent encouragement; while 23.8% of
the male sample and 17.7% of the female sample c]aim‘that they
are well encouraged by their male supervisors. There 1is ho

significant difference between men and women 1in terms of



309
treatment reportedly received from male bosses.

When encouragement received from female bosses are
reported, very few receive negative treatment, while majority
(64.9% of the male sample and 75.2% of the female) report no
discrimination; while very few (17.3% of male sample and 12.4%
of fema&e sample) report being more favoured. Personal
discussions with respondents and the data on the relationship
between women in Jjunior cadres and women 1in more superioer
positions show that uneasy relationship exists among women
across occupational groups. This raises a lot of questions -
’cou]d it be that women find it easier to work with men?’;
could it be that women tend not to tolerate themselves?’ etc.
Answers to some of these questions are supplied in our case
studies.

Finally, when respondents compare themselves to workers
of the same gender 1in comparable positions, subjective
experience at work shows the same trend within gender groups.
Female co-workers show more favourable attitudes toward male
co-workers than they do to female co-worker. About 11% of the
male sample and 12.4% of the female sample receive very poor
encouragement from female co-workers, while 12.5% of the male
sample and only 11.5% of the female sample receive special
favours:from female co—-workers). The male co-workers show
Tess sentiments towards the female group (for example, 7.1% of
the male sample and 11.5% of the female sample receive very

poor encouragement from the male co-workers while 17.3% of the
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male sample and 16.8% of the female sample receive special
favours from the male co—Workers).

A composite index of gender discrimination (subjective
indices) (see Table 20) however, shows a relationship between
gender and encouragement received at work in order to improve
in Jjob performance, and advance at work (especially when a
worker compares himself to the opposite gender).

iii. Social relations at work

Gender and choice of friends at work -

More questions were asked on the subjective elements of
work. Respondents were asked to mention the group they are
likely to choose their friends from. For the men, 20.2% would
choose friends from their own gender; 4.2% would choose their
friends from the opposite gender while for 72.6%, gender does
not have any influence on their choice of friends. About 22%
of the women would 1likely choose friends from their own
gender; 11.5% would choose their friends from the opposite
gender, while 66.4% would choose their friends without any
consideration for gender. Although no relationship 1is
established between gender and choice of friends, it 1is
important to note that while 65% of workers who prefer
informal relationship with the opposite sex are women, only
35% are men. This finding has 1implications for social
relations within and across gender groups.

Type of social relations with different groups of workers

Respondents were further asked +to describe their
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relationship with different groups as of the time of the
interview. Table 21 presents data on social relations at
work.

Male and female superiors

Data on relationship at work with male superiors show
that majority of the sample (63.7% of the males and 68,1% of
the females) have ’official and cordial relationship’ with
ha]e superiors. When relationship with female bosses is
considered, majority (66%), that is, 107 men and 77 women,
also report official and cordial relationship with them.
Although the few reported cases of "not very cordial”
relationship at work are made against supervisors ( notably
women are 1in higher percentage within this bategory) (see
Table 21)¥ In all, women report most of the ’uncordial
relationships’ with different categories of workers -~
superiors, contemporaries and subordinates. On the whole, the
data in Table 21 1implies that workers generally tend to
establish a favourable relationship with those in authority
either males or females.

Female co-workers

Data on the female co-workers shows that 1.8% (100% of
whom are women) report uncordial relationship with other
female co-workers; 9.5% of the male sample and 1.8% of the
female sample report a strictly official relationship with
female co-workers; 70.8% of the men and 69.9% of the women see

their relationship with female co-workers as strictly official
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and yet cordial; while 16.7% of these men and 23% of the women
have a very cordial relationship with female co-workers.
Although there is little difference between gender groups in
their relationship with female co-workers, the data reveal
that the few respondents whose relationship with female co-
workers are nhot very cordial are all women. The percentage
however points to the fact that a strained relationship
develops more between women than between mén.

Male co-workers

Information on the relationship with male co-workers show
that for the male sample, Tless than 1% have an uncordial
relationship with the male co-workers; 6.5% have a
retationship that is strictly official with them; 65.9% have
a relationship that is official and cordial with male co-
workers, while 24.4% have a very cordial relationship with the
male co-workers., For the fema1e sample, 4.4% do not have a
very-cordial re1ationéh1p with the male co-workers; 6.2% have
a relationship that is strictly official with them; 69.9% have
a relationship that is official and cordiail; whi]e.17.7% have
a very cordial relationship with the male co-workers. The
data do not show any significant gender difference 1in their
relationship with the male co-workers (see Table 21). The
data however shows that 83.3% of those who have no cordial
relationship with male co-workers are women. This points to
the general reluctance of men to accept womeh inh certain work

groups, and vice versa.
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Female subordinates

Information collected on relationship with female
subordinates shows that less than 1% of the male sample and
3.5% of the female sample have a relationship which is not so
cordial with female subordihates; 9.5% of the male sample and
6.2% of the female sample have relationship that is strictly
official with female subordinates; 66.1% of the men and 69.9%
of the women reported a relationship that is official and
cordial with female subordinates. About 5% do not have female
subordinates. It is significant to note that 80% of those who
have no cordial relationship with female subordinates are
women.

Male subordinates

The data on male subordinates shows that 1.2%‘of the men
ahd 3.5% of the women report a relationship that is not
cordial with male subordinate; 4.8% of the male sample and
7.1% of the female sample indicate a strictly official
relationship with male subordinates; while 71.4% of the men
and 69.9% of the women report a relationship that is official
and cordial; and 16.7% of the men and 15.9% of the women
report a very cordial relationship with male subordinates.
Although majority have official/cordial relationship with male
subordinates, notably, a higher percentage of those whose
relationship are not cordial with male subordinates (66.7%)
are women.

The fact that this trend cuts across the different groups
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of workers shows that there is something gender - -specific in
the relationship women have within their gender group and
across dender groups.

Composite index of social relations at work

In order to make a summary of social relationships across
the various work groups, a composite index of such social
relationships at work was made. The 1index of social
relationships at work varies from 6 to 24. Less than 15 index
value indicates poor relationship at work, while 15 1index
value and above iadicates a conducive relationship at work.
The data presented in Table 22 shows a signhificant difference
between men and women when over-all social relationship at
work is compared across genhder groups. A striking feature of
social relationship at work is the fact that for all groups of
workers, social relationship at work which tends to be
official and cordial reigns supreme. This shows the
peculiarities of modern industrial sector. Formalized working
relationships which are features of the modern sectors tend to
make people hide their individual prejudices against other
workers, both senior and junior.

iv., Overall assessment of gender discrimination at work

To make anh overall assessment of gender discrimination at
work, respondents were asked whether subtle discrimination
exists against their gender taking a bird’s view of both
objective and subjective elements of work (see Table 23). The

two columns in Table 23 presenting data on "often” and "not at
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all"” show a great contrast (the Tfemale respondents record the
highest percentages in the column which says discrimination is
"often"; while male respondents record the highest percentages
1n'the column that says "not at all”, that'is, discrimination
does nhot exist.

When a composite 1hdex value of overall perceived
discrimination at work is built, 61.3% of the male sample and
38.9% of the female sample claim that no gender discrimination
exists; while 36.3% of the males and 59.3 of the females
report high degree of gender discrimination at work (see Table
22).

1

e. Protective Legislation:

Respondents assessed éxisting protective legislation
{(maternity and night duty legislation). Majority (69% of the
males and 53% of the female) see the maternity regulation
adequate as it exists today; while 7.7% of the male sample and
30% of the female sample cfiticized it vehemently. Yet others
.do not know anythiné about maternity 1legislation. It 1is
however significant to note that majority of those who see the
maternity legislation as adequate are still single while all
those who claim it is inadequate; are married with children,
and are mostly women. This 1implies that the maternity
legislation as it is today needs a critical reassessment.

Majority (52%), that is, 90 men and 56 women, egually
assess the night duty legislation as adequate, while 18.5% and

f32.7% male and female samples respectively acclaim its
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;1nadequacy; yet about 22.8% of our total samp]é do nhot know
‘anything about this. It is also significant that women for
jwhom the legislation is supposed to protect constitute 54.4%

'of those who see the night legislation as inadequate.
Alternative suggestions made by the respondents are that
“maternity leave should be extended to six months with pay,
while such leave period could be taken by both men and women
"s0 as to spread such leave over different employment. Others
~argue that night duty is unhealthy and uncultural for women,
and should therefore stay as it is while others see night duty

legislation as protectionist, thus depriving women access to

viable employment options. Many women argue that women should

be given the freedom to choose whichever duty they like (for
some women might prefer night duty where there is problem of
childcare during the day, while others may prefer day shift,
especially women in single parent families).

i Another area needing legislative attention is the system
of taxation which takes so much from the women’s income
i earnings. Respondents want tax legislation which will

apportion same tax indices for men and women.

Only few of our respondents (8.3% of the males and 18.6%
"of the females) want policies that treat women as different
and unique. A larger number (54%), that -is, 103 men and 48
{ women, prefer policies which give the same treatment to both
ymen and women, so far both earn same salary (that is, nothing

. 1ike granting what they call ‘undue privileges’ to women).
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Also, about 26% of the male sample and 37.2 of the female
sample prefer policies which give consideration to women’s
reproductive roles, and ensure both genders 'are treated
equally. Lastly, very few (5%), that is, 5 men and 10 women,
‘want policies which encourage women to stay at "home'where

they belong"” are preferred.

e. Labour union activities:

To document the extent to which the work environment is
committed to women’s needs, questions were asked on 1abour
:union activities, and the involvement of women 1in these.

About 35% of the male sample and 17% of the female sample
are active members of their respective labour unions, while
majority (69%), that is, 106 men and 88 women, are not active
union members. A further probing shows that most men who are
not active members of labour unions are in fact mostly in the
management positions, who by virtue of their being part of the
policy making body cannot be too active 1in labour union
matters, Union members are mostly in  non-management
positions, and are expected by rule to be active unionists.
The above data shows a gap between male and female responses
and the level of awareness women have on labour union matters.
In fact majority (77%), that is, 128 men and 88 women, confirm
that women have not been 1involved ih union matters, thus
confirming the general low awareness rate of women in union

matters and the general notion that women are less aggressive
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in matters relating to assertion of rights.

A further probing onh why women have not been active

unionists gives a list of respcochses which include statements

like:

A

extent

"women lack education/enlightenment on union
matters",

"women shy away from being labelled radicals"”,
"women feqr their husbands might not approve of
such";

"unionism is too demanding for women, as there is
more pressure on their time, that is sharing time

between housework, childcare and work roles”;

" "no husband wants a militant woman as a wife";

"some women lack interest while others are
generally lazy and have low intuition”;
"men see unionism as male prerogative and often men

hinder women from becoming union executives" etc.

brief overview of the above statements shows that the

to which women become active unionists depends on the

encouragement women receive from the men in their lives (that

is, their husbands; their employers who are mostly men; and

the male coworkers); and also the extent to which women

themselves become critical about the part they should play in

making the world a better place to_1ive in.



6.3. Work and family roles

For a long time now, the employment of women have been
viewed with a particular emphasis on family stability. Such
a functional explanation tends to focus on strains imposed on
family members because of women’s employment outside the home.
According to Afonja”, several. studies have established a
correlation between juvenilé delinquency, crime and marital
instability. However, the socio-economic dimplications of
structural adjustment programmes din the Third World following
debt crises and oil gluts, make it mandatory for women to have
access to both property and autonomy. The first step in
improving women’s access to modern sector employment 1is
reviewing the division of labour which produces conflicts
between reproductive and productive roles of women; and
seeking an appropriate social reorganization which will help
women participate fully in modern industrial employment.
Attempt is therefore made to measure the impact of the home
environment on work roles. The subsequent paragraphs briefly
déscribe responses to questions related to domestic
work/problems; provision of nurseries and daycareg decision
making at househqld level; and family expenditure; It is
believed that for both men and women, familial situation has

a part to bear in explaining work attitudes and behaviour.

6.3.1. Domestic work and child care:

The specific domestic problems that most (86%) of the
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female respondents encounter as a result of engaging in paid
employment include childcare, performing domestic chores and
other familial roles; whereas male respondents 90% generally
do not encounter any domestic problems. Since the married
males are more than 50% of the male sample, these data show
that even when men are married, they identify less with
domestic chores.

Majority of the male respondents identify the following
specific domestic problems as a result of wives taking up paid
employment: insufficient time for fdmily'chores; late dinners)
problem of baby care; and being forced sometimes to help wives
in some of the household chores. These men do not see
housework as a shared endeavour, because according to one of
them "breeding and rearing children and meeting the needs of
the husbands are the primary roles of women to humanity". On
their own part, the female respondents seem to be more alert
to the problem of combining work and family roles. They
identified "baby care" as the main problem, especially in the
absence of good and reliable house—maids and day care centres.
The female respondents identify as problems, keeping
housemaids, and bringing in mother-in-laws/other relations to
"live in. The housemaids often cannot be trusted as some of
them steal; lack basic hygiene; and at the extreme, could
seduce husbands. On their own part, mother-in-laws, when
living - in to give child care services, often, cause tension

in their sons’ homes. For example, one of the female
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respondents interviewed said

"my mother-in-law used to live with us helping to take
care of the kids. But those timés were nothing but hell
on earth, She was critical of everything I do. She saw
mdrriage as a game of chess, Qhere winner takes all. She
wanted to make sure that her son keeps winning all the
time".

Respondents also enumerate the problems of day care.
They report that daycare centres are often over-crowded, thus
aiding the spread of infectious diseases like diarrhoea,
measles, and chicken pox among others. Others point out that
such daycares are quite expensive (about N150.00 per month in
Lagos); and they are sometimes quite a distance from mother’s
place of work and home.

When asked whether employers make provision in relation
to nurseries and daycare centres, it is found that none of the
five companies surveyed provides nursery/day care services
even though about three-quarter of respondenﬁs with children
afe presently in need of child-care arrangements.

As part of stratégies for resolving some of the problems
of child care arrangement, respondents were asked the question
- "do you think we should have special paternity arrangement
for fathers with infants?". Responses to this question show
a significant difference between men and women. About 18% of
the males and 66% of the females see such an arrangement as

"uncalled" for. These data are significant for several
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reasons:

i. that majority of our respondents do not support
paternity arrangement reemphasises the patriarchal
ideology into which our respondents are socialised, which
‘makes child care the prerogative of the women.
ii. That majority of the female respondents do not
support paterﬁity arrangement shows thaﬁ merely
identifying male prejudice agaiﬁst women only succeeds in
presenting half of the story. It therefore shows that
the problem of working women likely lies mainly in women
themselves, and particularly in their definition or lack
of definition of +their situation. Women remain
unconscious about the need for shared responsibility at
the household level. It seems women through
socialization admit the myth of women’s inferiority and
thus, women do not admit.their own perceptioﬁé about
reality. Hence, the idea of equality has no meaning to
them,

For the few who want special paternity arrangement for
fathers with infants, the types of arrangements suggested
include: granting fathers paternity leave; reduction of their
working hours in order to baby sit, while majority feel the
governmént should plan strategies for paternity arrangements.

As earlier noted in the general conditions of service,
the respondents when interviewed also confirm there is a one

hour leave daily for the nursing mothers until the baby is 6
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months old.

To describe the conflicting demands made on workers time,
questions are asked on various domestic activities and time
spent on them.

Majority of our respondents (77.4% of the méles and 96.5%
of the females) participate in domestic chores, while 22.6% of
the male sample, and 3.5% of the females do not participate in
domestic work. HOWever, there is a notable difference between
the domestic activities of men and women, While the women
engage in food preparation, cleaning, washing, ironing, child
care and marketing; the men generally have their domestic
activities as washing cars; fixing and repairing household
gadgets, and sometimes helping wife to draw water (where pipe
borne water is non-existent). Very few men report fixing
meals for children when mothers are not around the homestead.
Such meals are the simple ones like making tea or warming up
the stew.

The type of segregation in daily routines at the
household level no doubt likely influence work allocated to
women in the job market, and the general perception of what a
woman can do whatever her trainings. |

To collect information on time-use, respondents give the
estimate hours spent working everyday (domestic work
inclusive). Being full-time permanent workers, the minimum
hours individual spends at work.per day (Monday to Friday) is

8 hours. However, there are also over-time work which is paid
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TABLE 24

hours spent on work (including domestic

work).

Average Hours Spent Male Female
8 hours 5.4 8.0
8-10 hours 58.3 23.9
11-13 hours 22.0 33.6
14-16 hours 12.5 27.4
Over 17 hours 1.8 7.1
Total 100 100

for, 1f a junior or intermediate worker;

management staff. Data on time-use (see Table 24) shows that

while majority of the

men

spend between 8-10

and unpaid for

hours

different kinds of productive work per day, most womeﬁ record
above 13 hours per day.

A cross-tabulation of occupational status with average
hours spent on work everyday (Monday to Friday), éhows that
men who spent between 11 and 17 hours working are mostly in
the management positions; while only few (20%) of women who
spent the same number of hours daily fall into the management
positions. Further enquiries show that while men stay back at
work for over-time work, women rush home to prepare dinner for
their family members. However, many of the women in the
management positions work late in the office to attend board
meetings and the like, but such, as repofted, put a lot of

strains on their domestic responsibilities.. Women who have
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passed child bearing age tend to be more flexible about time-
use. They reported that ﬁhe grown-up children could take care
of the house needs when there is need for them to be away from
home. Some women of child-bearing age tend to be good
managers of time. Thus, majority of them reported that they
wake up early enough (4 a.m) to prepare lunch which they
safelf preserve in food warmers to be served by househelps to
children on return from school.

In summary, data on time-use shows that:

i, all the workers in the survey spend a minimum .

of 8 hours daily at work (Monday to Friday);

ii. women face more role conflicts than men, as
they combine work and family roles;

iii., women appear to be good managers of time;

iv. Men spend more time on institutional work
roles because of less demand on men’s time at
the household level;

v. Women face more strains and stress as they
combine work and domestic roles;

vi. the time-use pattern of individual worker is
therefore determined by occupational and
marital statuses.

6.3.2 Decision making in homes

No doubt dominant male ideology continues to predominate
at the household level in our society. However, Joint family

decision:  making 1s continually enhanced by factors like
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women’s exposure to formal education, high status occupation
and high income levels. Working with the assumption that the
relative exposure to decision making at the home level likely
influences the extent to which individual reaches out for
rewards on work performance, respondents were asked +to
indicate who takes 10 separate decisions within the household
level (that is, between husbana and wife or both). Table 25
shows that majority believe that decisions should be jointly
taken in the home, starting a building; buying a car for
husband’; use/wife’s use; type of school for a child to go to;
‘choice of life partner for a child; husband éhanging a Jjob;
wife changing a job; buying furniture; and number of children

to have. Notably, the "choice of menu" is taken as a female’s

prerogative.

To measure the reality of the situation, '"decision
making" ié cross—tabulated.'with marital and occupational
statuses. The married respondents are more specific on who

takes such family decisions in their respective homes, while
the unmarried respondents are merely hypothetical. A cross-
tabulation of marital status with decision making pattern
shows that for those who said "husband only" took decisions on
starting a building, 86.7% of the male category and 82.7% of
the female category are married. This trend is the same with
decisions on buying a car for husband; husband changing a job;
and buying furniture for the house (that is, in reality,

husbands dominate things that -the society gives masculine
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TABLE

330

25

like building a house and other capital projects).

Percentage distribution of respondents by decision making

pattern in the home

Decisions Often Husband Wife Only Both husband
taken in the home |Only & wife jointly
M F M F M ¥
| i ]
I } !
1. Starting a
building 44 .6 25.7 - 1.8 54,2 72.6
2, Buying a car
for husband 41.1 36.3 2.4 2.7 54.8 61.1
3. Buying a car
for wife 19.0 12.4 8.9 13.3 70.2 74.3
4, Type of Sbhool
for Children 6.5 4.4 3.6 2.7 89.3 91.2
5. Choice of life
partner for a :
child*x - 5.4 7.1 1.8 5.3 70.8 73.5
6. Husband
changing
a Jjob: 36.3°121.2 4.8 2.7 56.0 72.6
7. Wife changing
a job: 10.1 9.7 15.5 13.3 72.6 77.0
8. Buying
furniture for
home: 33.3 |15.9 8.9 4,4 56.5 79.6
9. Choice of Menu 4.2 2.7 54.2 43,3 41,1 54.0
10. No. of
children to
have: 9.5 3.5 2.4 2.7 86.9 93.8
| ! 1
* Only 16.7% reported choice of a life partner is the

prerogative of the

children.
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It is also significant, that a cross-tabulation of
household decision making pattern and occupational level shows
that 93% of the female category who said decision on buying
car for wife’s use is taken by the wife herself, fall into the
management level, while 80% of the female category who said
decisions on wife changing a Jjob should be by "wife only"
falls into the same level. On the contrary 91.8% of the
female category who said the choice of menu is by "wife only"
are in the junior/intermediate staff.categories.

Howevef, decisions on type of school for a child; choice
of 1ife - partner for a child; and number of children to have;
are expressively joint. This shows that matters involving
child resaring tend to be a Jjoint responsibility.

In summary, the data in table 25 indicate that

i men still dominate household decisions in
matters of house building, buying furniture
and changing Jjobs,

1i. Family menu continues to be the prerogative of
the women.

1ii. the unmarried hypothetically believe family
decision patterns should be joint while the
reality of married life shows it is not.

iv. joint decision making at the household level
is enhanced by the women'’s education,
occupation and income level.

v, whatever the status of the woman, she cannot



332
wholly decide the number of children to have;
the choice of life-partner for her child; the
type of school for a child; and neither can
she morally start a building without the

knowledge of her husband.

204 205

Our findings support those of Karanja

204

and Omideyi
Karanja, in a Lagés study, found that men still dominate
major issues in the home; while majority of Omideyi’s sample
in a study of Yoruba women, still believed husbands should
dominate issues related to major family decisions.

The question therefore arises, "how does the woman who
grew up, depending oﬁ the males in her life detachg herself
from a male perception of her roles?"; and secondly, "how does
a man, who is used to taking major decisions at the household
level and with strict adherence to the household sexual

division of labour and societal conventions implicit in sex

roles, admit the authority of the female bosses?".

6.3.3 Family expenditure

With the assumption that the degree of financial need of

the 1individual and those o¢f the family members likely

204Karanja, Wambui Wa, "Conjugal decision making: some data
from Lagos", in C. Oppong (ed.) Female and Male in West Africa.
London, George Allen and Unwin, 1983, 236-241p.

208

Omideyi Kunbi, "Cultural beliefs and fertility behaviour
among Yoruba women'", in The cultural roots of African fertility
regimes. Population Studies Centre, University of Pennysylvania,

Philadelphia, U.S.A., 1987.
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influenceé individual worker’s work attitudes and behaviour;
respondents were asked to state how much they contribute to
family expenditure respectively, using‘percentage fange.

Table 26 presents the frequency distribution of
respondents showing family expenditure. Feeding tends to take
a relatively highest percentage of the total family
expenditure for about 202 of the total sample spend above 50%
of their salary on feeding; 42.7% spend between 31% and 50% on
same; while only 3.3% do not spend any cash on feeding (the
latter group are mainly respondents who are relatively young
and who cohabit with their parents). The high spending on
food items reflect the general inflatory trend in Niéeria
whereby current earnings are hardly enough to feed members of
one’s family. The data on feeding shows the significance of
women’s access to 1income generating activities, for a.
relati%ely greater percentage of women compared to men spend
over half of their earning on food. When feeding expenditure
ié cross—-tabulated with marital status, it is found that most
women in the categories identified are married. This trend
contradicts the myth of “male breadwinner".

Expeﬁditure on children school fees show that majority
(40.7% of‘ respondents with children of school age) spend
between 10% to 30% on children school fees, it is also
significant that this represents 20.8% of the male sample and
21.2% of the feméle sample. It is élso.significént that while

only 9.1% of the male sample said they spend above 50% of
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their ;alary on children’s school fees, as high as 19.2% of
females said same. This shows a high demand on female
earnings 1in the recent times, contrary to the myth of
"depenﬁent female".

Data on house rent shows that this is a male prerogative.
About 54% 6f the male sample spend between 10% and 30% on rent
while 34.5 of thé female sample spend 10% to 30% on same.
When house rent is cross-tabulated with marital status, the

result shows that most women who spend betwéen 10% and 30% on

rent are still single, while those who spend higher
percentages of their salaries on rent are the
divorced/separated or the widowed. The latter group also

falls into relatively high occupétional status.

Data on car maintenance show that majority (22.4%) spend
between 1O%Hand 30% on this. It is significant that more
womeh than men spend this percentage on car maintenance, thle
8.3% of the males and 7.1% of the females spend beﬁweeﬁ 31%
and 50% on car maintenance. It is however significant to note
thaﬁ more men, are in the management cadre and therefpre have
accéss.to official cars. This reduces cost of car maintenance
for;men. It is also significant to note that 53.1% of the
total sample possess no cars of their own, thus pointing to
the effect of the current structural adjustment programme on
the life of the individual member of the society, whereby,
owning a car is almost a fantasy.

Expenditure on ‘clothing for children’ shows that
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majority of the males (25.6%) spend below 10% of their salary
on this, while majority of the females (29.2%) spend between
10 - 30% of their salaries on children’s clothing. About 10%
of the females spend between 31 - 50% on children’s clothing,
showing that this is a female prerogative.

Expenditure on drugs for children, shows that while
majority of the males (22.6%) spend below 10%, majority of the
females (24.8%) spend between 10 - 30% on same.

Children’s books tend to be the joint responsibility of
both husband and wife, while buving of cloths for spouse tends
to be outside the joint family expenditure, as each spouse
caters for individual clothing needs. However, for those who
see this as a family responsibility, it seems on ?he average,
women tend to be more concerned about husband’s clothing
needs. Thus, while 13.7% of the males spend between 10 - 30%
on wives’' clothing, 26.5% of the females spend same on
husbands’ clothings. Concern for husband’s clothing seems to
be a feature of modern monogamous marriage where the wife
feels, more than ever before, concerned with the general well
being of the husband; and sometimes she is made to feel
answerable to all the husbands short-comings.

Data on expenditure on extended families of both husbands
and wife fall into about the same pattern as above. The data
shows that majority of the sample (70.8%) spend between 10 -
30% of their salaries on their own extended family needs,

while 47.8% of the total samples spend same on spouses’
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extended family needs. The data also shows that for the man,
he spends more of his'salary on his own family members and
less for the spouse’s fahily; while for the woman, she spends
relatively more for spouse’s family aﬁd less for her own (see
Table 26).

Important to our study is that the family expenditure
shows a high need for women's income earning for individual
family survival. There is therefore a strong pressure from
the homefront for both men and women to keep their jobs, for
they are not only responsible to themselves, but to their
children, extended family members and the gsociety they live
in. The heavy burden of sustaining a home is not only felt by

208 but

women whose husbands have migrated to urban centres,
more SO on women Qhose families continue to face the burden of
inflation .and depression created by national and global
economic wars., This also shows that any rise in women’s
income forces them to bear more of the burden of supporting
the family, and men 1less; thereby makiné meaningless any
equation of autonomy and ultimate control over the disposition
of resources. However, more importantly, both men and women

have no other choice for economic survival but to sell their

labour to those who control the means of production.

2DGAkande, B. E., "Impacts of education and rural-urban
locations on the contemporary roles of Yoruba women 1in the
Oranmiyan Local Government Area", Ph.D Thesis, 0.A.U., Ile-Ife,
1988.
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6.4. Gender ideological values

Recognizing that the male ideology itself is a product of
soclety, effort is made to make respondents identify societal
values which they think should be changed so that ﬁomen can
better perform at work. Notably, majority (63%) of those who
want'"things to remain as they are", are men; while for those
who believe éhange is inevitable, a list of
descriptive/prescriptive statements are given which are listed
heré for their richness. Thereby, the values to be changed

using respondents’ own words are terms include -

"the idea that women are neither wise nor powerful
like men";
- "the idea that women are the weaker sex";
- "inadequate recognition given women’s role";
- "excluding women in national policy making body
like the AFRC";
- "inability of men to accept women as equal";
- "choosing stereotyped careers for women by parents
or husbands";
- "forcing women into early marriage";
- "keeping women in purdah"; etc.
The following prescriptions are made by the respondents -
- "it is time to do away with the old belief that
women are inescapably second fiddle";
- "stop seeing women as men’s appendages";"

- "both boys and girls should be brought up in the
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same way'";
"women should be exposed to all oécupations that
are traditionally taken over by men'";
"womén should be respected for what they are";
"women should be free to decide whether or not to
marry";
"increase general social awareness of women and the
society at large";
"allow women to lead";
"stop discriﬁination against women";
"erase the idea that male children are to be given
extra-ordinary care to the detriment of the female
children";
"stop treating women.differently";
"women should stop offering themselves for sales
and as favours";
"increase support system to women who have children
and are working";
"women’s perception about men as ‘wonder beings’
sﬁould change";
"if men were to undergo prenatal and natal
conditions, they too will experience the same set-
backs women now experience at work; women should
not be penalized for their biological functions
which c¢onflict with work because they are the

suppliers of the needed human resources";
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- "make men committed to the responsibility of child

care" etc.

No doubt, this list of quotes from our respondents helps
to summarise the reality of the world of work which more often
‘than not, is seen as the ‘males’s world’; where women, on a
daily basis continue to struggle for a general acceptance.
Women’s different experience and training and continuing
domestic responsibilities, combined with unchanging labour
practices constantly point to the fact that women are
prevented from participating in the work force on an equal
footing with men. |

Overview of chapter

This chapter has been able to supply a background on-
which we will measure respondents’ work values, attitudes and
perceptions (a detailed analysis of which is supplied in the
next chapter). However, chapter six has revealed £he

following as the major features of the surveyed labour market

i, Women are just a small percentage of the total labour
force;
ii. sex segregation of jobs is still a predominant feature of

the modern labour force, although few men and women are
presently cuttingiacross traditional barriers;

iii. the lower paid and less prestigious cluster of jobs is
still attributed to women'(that is, women occupy most of

the dead-end jobs);



iv.

V.

vii.

viii

ix.
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majority of the female respondents are in child bearing
age, thus contradicting the'assumption thgt women will
necessarily show preference for motherhood than for full
employment outsidé the home ;
men.tend to develop their human capital much more than’
women (for example, they spend more time in school;
acquire higher educational qualifications; and undertake
more off-the-job part-time studies);
women on the whole, are still responsible for the welfare
of the family members much more than the men;
majority of the sample (males and females) have urban
background and high exposure to modern industrial way of
life;
the socio-economic characteristics of the sample show
that there is a sharp class difference between workers
and their spouses (that is, male workers, tend to marry
below their class, while female workers marry above their
class positions);
a small family size is preferred among the senior level
workers while a large family size is preferred among the
junior workers. On the whole, it seems there 1is a
general preference for moderate family size among
workers;
more men occupy positions within the organisational
authority structure; and are therefore responsible for

making policy decisions;



X1,

xii.
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existing labour legislation is still in favour of men
(fop example, women are overtaxed; they enjoy no spouse
or children allowances): a pregnant woman enjoys no
natal /post-natal medical allowance; while a single mother
is discriminated against in cases of maternity leave
allowance;

discrimination against women in cases of promotion,
training and recruitment is rather subtle. The majority
of the respondents are not too conscious of 1its

existence, while others take it for granted;

Xiii.,subjective experience of women at work shows a subtle

xiv.,’

XV,

xvi.

discri@ination against women as a group; and a greater
division within female groups and a greater harmony
within the male group;

protective legislation as it exists today needs review;
women‘inactivity in labour union matters contributes to
a relatively low attention given the ’'woman’s question’
in work organizations;

work ideological values are still predominantly sexist,
while women on a daily basis continue to struggle for a
general acceptance in formal work o}ganizations.

The general observation therefore is that men are better

prepared for modern industrial employment, while the work

environment itself is much more conducive to men in terms of

career choice and career development. Chapter 7 therefore

critically assesses individual worker’s work attitudes and
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behaviour and focuses on variations created in them by

personal attributes, structural and systemic variables.
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CHAPTER SEVEN
DATA ANALYSIS ITI-

WORK VALUES, ATTITUDES AND PERCEPTIONS

This chapter focuses on measures of work attitudes and
perceptions. The indicators are - work aspiration, work
commitment, work orientation (value), job satisfaction, work
alienation, work involvement, work motivation, and perceived
female bosges attributes.

The data on each of the measures of attitudes are
presented, followed by the test of the nine hypotheses earlier

listed in chapter one. In testing the hypotheses, personal,

~structural and systemic variables, serve as independent

variables while measures of work attitudes and behaviour serve

as dependent variables.

7.1 Measures of work attitudes and perceptions

(a) Work aspiration

To measure respondents’® work aspiration, two major
questions were asked. The questions are:
(i) do you aspire to move into the highest cadre in
your profession while in this establishment?;
(ii) what is the probability that you will be promoted
to this position before the end of your career
here?

Information collected on workers' level of work

" aspiration show that majority of the respondents (77%), that
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is, 126 men and 90 women, aspire to the highest cadre of their
profession with current employer; while others exhibit
‘depressed aspiration. No significant difference is found
between men and women in their response to situations making
for increased or depressed work aspiration. Impértantly, the
few workers who express depressed aspirations are workers 1in
low status jobs.

The probability of being promoted to the position aspired
to was investigated. The data shows that less than half
(34%), that is, 65 men and 30 women, indicate a high
probability of promotion; 1less than two out of every 10
respondents (that is, 13.1% of the male sample and 14.2% of
the female) signify low probability of promotion, while more
than half of the female sample (that is, 44% of the male
sample and 53% of the female sample) are skeptical of being
able to earn promotion aspired to. The higher percentage of
women among those who are not too sure of earning the next
promotion Shqws that men, more often than women, are more
likely to have a fulfilled aspiration.

For a detailed understanding of ‘work aspiration’,
personal, structural, and systemic variables are used as
explanatory variables and are espoused in the hypotheses

testing section.
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(b) Work Commitment

Seven different measures were used to measure work
commitment. The first question asked, sought toc know if
respondent would choose a different occupation from the
present one if he/she were to go back to the age of 15 years
and start life all-over again. This is to test the.extent to
which the present job is a factor of worker’'s commitment to
work in general. Majority of the respondents (58% of the male
sample and 65.5% of the female sample)‘will choose a different
occupation from the present one; while 40.5% of the male
sample and 34.5% of the female sample will choose the same
occupation.

For the respondents who will like to change their jobs,
the alternative occupations 1listed are mostly highly
professional jobs (like engineering, pharmacy, law, medicine
and banking/accountancy). Others want to go back to school,
while others will like to set up their own businesses. The
present socio-economic changes in the country has likely
raised the general awareness about professions which could
attract high salaries or lead to self-employment. However, no
significant difference is recorded here between the choices
made across gender groups.

The second question on work commitment was intended to
find out that aspect of work that the individual valued most.
It is assumed that a person to whom work 1is central, would

value work for itself, and would likely place more emphasis on
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TABLE 27

Percentags distribution of respondents by things which will be
missed most if to g0 on voluntary retirement now

13T 20 SRO
What will be missed Male | Female | Male [Female] Male |[Female
i. The work itself 24.1 | 25.7 5.4 | 6.2 | 7.1 ] 5.3
ii. Fringss/payv ato 2.1 35,3 Z8.5 3.5 17.3 25T
iii. Friends/ .
CC-workers £25.5 8.3 Z24.4 257 15.5 15.0
iwv. Boss/Superoisors 1.2 ) 1.2 2T - 1.8
v. Environment of
Wk - - 4.2 4.4 4.8 5.3
vi. Bifts/Customers 1.2 'i,B 1.2 - .6 .9
vii. Nothing | 17.9 Tl 1467 LT 17,3 10L&
viii. No Response ~ e 18.5 17.7] 34.5| 35.4
L.
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intrinsic factors of work (that is, seeing Jjob as self-
fulfilling). For those who are peripherally committed +to
their work,; emphasis would be placed on extrinsic factors
(that is, pay, fringes and other material rewérds), thus for
such people, work is merely a means to an end, and not an end
in itself.

Fourteen different needs were mentioned in answering this
open-ended question - "if you were to go on a voluntary
retirement today, what three things will you miss most in your
present job? {(listing them in order of importance)". Answers
to this gquestion range from ‘nothing will be missed’ to those
aspects of work later classified as extrinsic and intrinsic
factors, in order to allow for easy classification of
responses. Seventeen percent of the male sample and 9.7% of
the female sample said they will not miss anything if they
leave their jdbs (see Table 27). For those who will miss
certain things if they should leave their present jobs (that
is, 32.1% of the male sample and 36.3% of the female sample),
they list fringes and pay on the first priority list, while
about a quarter of the total sample (25.5%) emphasise
relational factors {missing of friends and co-workers
therefore occupies the second place in the.category of first
thing that will be missed); while factors related to work
itself occupy the third position. This trend is also true for
the second and third categories of things fespondents will

miss if they quit the Jjob now.
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The general emphasis placed on extrinsic factors like pay
and fringes is not unconnected with the current economic
crises in the country. Alsb, Table 27 shows that both men and
women place emphasis on relational factors (that is, informal
relations at work with both co-workers, customers and bosses).
This contradicts the thesis of women being "social specialist"
while men are supposedly "tésk oriented".

Another question asked was whether the respondent will
leave present employment or remain in it, if given an
alternati&e employment. More than half of the total sample
(53%), that is, 87 men and 63 women, said they will leave the
present Jjob if given a better employment elsewhere, while
46.4% of the male sample and 43.4% of the female sample will
still retain their work. No significant relatioﬁship is
established between gender and commitment level of workers.
This is further supported by reasons men and women give for
their answers to the above question. For those who will
change their work, both men and women will like to change if
the new Jjob promises better pay, fringgs and promotion
prospects. Majority of those who like to retain their job
give consideration to their retirement, as they will not like
to jeopardize thelir work entitlement and gratuities, because
of their long years of service. Others prefer to go into
self employment rather than go into another salary job.

To the question ‘do you ever wish you could work at your

job on evenings and‘Weekends?’, leés than half of the sample
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(47.6% of the male sample and 32.7% of the female sample) will
not mind working at weekends if there is need for such; while
majority (58%), that is, 87 meh and 76 women, never wish to
work at evenings/weekends. Although majority of the
respondents will not like to take on this extra
responsibility, more women than men tend to disapprove work at
evenings and weekends. This gives a relatively strong
relationship/association between gender and evening/weekends
Jjobs.

These data support the assertion that men are seen as
occupying the position of ‘breadwinner’ in the home, while the
women, despite her productive roles outside the home, 1is
expected to look after the family members; for all the women
who would not like to work during evenings/weekends claim that
even though they love their jobs, they still needed time to
look after their families., On their own part, men who do not
like to.work evening/weekends, claim they need time for social
activities so as to avoid fatigue. This is to say that when
there is conflict between ‘home’ and "work outside the home",
it is the women who adjust their time to suit family needs.

Respondents were also asked whether they regard "the
success and failures of their respective establishments as
their own personél success/failures. Majority {(82%), that is,
136 men and 94 women, identify with the success/failure of
theirlrespective employers, while very few (17.9% of the male

sample and 11.5% of the female sample) are indifferent. Using
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sex as an explanatory variable, the data on the éxtent to
which respondents idenfify with organizational goals shows no
significant difference across gender groups. The percentage
scores however indicate a slightly greater commitment to the
organizational goal on the part of the women.

Using the description High, Medium or Low level of work

commitment, majority (71% of the male sample and 67.3% of the
female sample) describe théir wofk commitment as high; few
(23.8% of the male sample and 23% of the female sample)
describe it as medium; while only insignificant number (4.8%
of the male sample and 8% of the female sample) describe their
commitment as low. Table 28 shows factors which encourage
respondents’ level of commitment. For men fhe factors (in
order of importange) are "the work itself" (66.7%); "Jjob
security" (59.5%); "pay" (54.8%); '"co-workers" (44%); and
supervisor (38.1%). For women, it is "the work itself"
(70.8%); "pay" (66.4%); "security" (59.3%); "supervisors"
_(52.2%); and "co;workers" (43.4%). The different oraering of
these factors for men and women indirectly ﬁeans that
different treatment received at work, and different needs to
be met create different levels of work commiﬁment among
workers rather than the influence of gender.

Finally, the question was asked "if by some chance you
won a lottery or inherited enough money to live comfortably
without working, do you think that you would still continue to

work?". The data collected shows that almost 9 out of every
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10 respondents (this is, 86.3% of the male sample and 87.6% of
the female sample) will still work even after winning a
lo£tery; while 13;7% of the male sample and 12.4% of the
female sample will stop work. The relative value placed on
work by both men and womén is obvious from these data. It is
also significant to note that women do not opt to stay back at
home caring for children and attending to other domestic
needs, rather responses from the female workers show that work
itself is - fulfilling for women, and much more beyond the
provision of survival needs. There 1is also no significant
relationship between gender and decision to work or not to
work after a lottery gain. However, about half of the sample
(61%), that is, 85 men and 86 women, are willing to continue
their present job after winning a lottery, while 40.5% of the
males and 38.9% of the females like to change their job.
More often +than not, the subjective experience at work
dictates whether a worker will leave or retain a job.

| Reépondents whollike to change their job after a lottery
luck identify trading, medicine, hotel management and nursing
as alternative occupations, while some will 1like ﬁo go for
fufther studies. The fact that moét of them will like to go
and retrain or to further their education, indicates that'most
of the .respondents in this category are presently in low
opportunity jobs. The fact tha£ responses do not show any
significant association between gender and alternative

occupations shows that men and women, independently of sex,
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ténd to react to the same job situation in the same way.

To measure factors which could cause differences in the
level of work commitment among workers, the level of work
commitment is cross-tabulated with the following variables:
employers; marital status; educational level: occupational
status; income level and gender discriminafion index.

Data on work commitment and employer shows that for
respondenﬁs who show high commitment to work, 19.5% are from
M & B; 29.7% are from.GNL;'lo% are from NTM; 20% are from XLB;
while 20.5% are from CNL. This distribution shows that the
highest percentage (29.7%) came from GNL, while the lowést
percentage (10%) came from NTM. This finding 1is not
unconnected with the general climate of the companies, For
examp;e, GNL tends to have higher saldary structure for its
workers than the other companies studied. As a brewery
factory, its products tend to be in high demand, compared to
textile goéds, drugs and beverages (especially in a society
where great emphasis is placed on social celebrations of the
dead and the births). |

The success story of GNL is 'obvious by a general
observation of the company’s physicai development (that is,
its well furnished offices, canteen facilities and the
number/type of official cars in use). NTM suffers from lack of
fund (as the company itself is capital intensive than all the
other companies studied) and rigid bureaucratic rules which

are often features of government establishments. NTM has the
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poofest salary structure, while the general work environment
lboks like another government secretariat. It is therefore
assumed that the success—-story of each establishment will have
direct impact on the workers and particularly the way they

identify with their work.

Work Satisfaction

To measure respondents’ work satisfaction level, 19
different job facets are identified. A measure of overall job
satisfaction is‘developed based on the responses of workers to
level of satisfaction with the 19 listed job facets (see

chapter 4 for how the Jjob satisfaction composite value is

calculated).
Table‘ 29 presents data on respondents’ level of
satisfaction with 19 facets of job. 1In order of importance,

the following are the first 5 facets men are satisfied.with:

"relations with colleagues" (94%); "treatment received in view
of . gender" (88.1%); "hours of work" (81.5%);
"task/performances utilization" (79.8%). For women, they are
"relations with subordinates" (85%); "relations with

colleagues"‘(83.2%); "task/performance" (82.3%); "equipment"
(81.5%); and "job security" (80.5%).

The first five items male workers are generall& dis-
satisfied with are : "the pay" (41.7%); promotion and work
decisions (41.1%); accessibility (40.5%)'training (35.7%) and

flexibility of duties (34.5%). For women, they are work
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decisions (54.9%); promotion (50.4%); training (48.7%);
prestige of Jjob and the pay (42.5%); and flexibility of
duties. Sex as a dependent variable is not significant when
responses to level of satisfaction with the different job
facets are considered between men and women. When sex is
cross-tabulated with satisfaction level with different facets
of Jjob, no signifiéant relationship between sex and
satisfaction level was recorded, except for the following 5

job facets:

i. skill and ability utilization in work performance;
ii. control over the work process and duties;
iii, participation in work decisions;
iv. relations with superiors; and
v, treatment received at work in view of respondent’s
gender.

For the above Jjob facets, sex as a dependent variable
tends to be significant. Collapsing the satisfied/very
satisfied responses on one hand and very dis—satisfied/dis—‘
satisfied responses on the other, our data shows that majority
(79.8% of males and 76.9% of females) are satisfied with skill
and ability utilization.

The gap 1is greater when only the "very satisfied"
response is considered (71% for men and 27% for women). When
the "control over work process" is considered more men (64.8%)
show  satisfaction while more women (40.7%) .show

dissatisfaction. This trend is also the same with
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"participation in work decisions". Data on "relations with
superiors" show that majority of those satisfied.with this are
men (77.9%), while more women (35.4%) than men (22.1%) show
dissatisfaction with this facet. It is also significant that
88.1% of the‘male sample are satisfied with treatment’received
at work in view of their gender, while only 58.6% of female
are satisfied with same. Significantly, majority (70%) of
those. who express dissatisfactioﬂ with treatment received in
lieu of gender are women.

The data above confirms women’s lack of access to ‘power’
in the work organization, as dictated by their lack of control
over work process aﬁd lack of participation in work decisions.
Even when women acquire necessary skill, this does not
guarantee full utilizatién of skills and it is therefore not
surprising that more women than men expressed dissatisfaction
" with relations with superiors and treatment received at work
in view of gender.

Distribution of respondents by composite value of
lsatisfaction shows that for the male sample, majority (77.4%)
are satisfied, and 2 out of every 10 (21.4%) are dissatisfied;
while for the female sample, majority (66.4%) are satisfied
while 3 out of every 10 (32.7%) are dissatisfied (see Table
30).

Satisfaction with intrinsic work facets also show that
for men, majority (73.8%) are intrinsically satisfied, while

only few (25.6%) are not; and for the women, 65.5% are
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Percentacs distribution of respondents oy lavel - of
sabisfaction with different facets of Job

J;; Facets Di%wSati%l Satisfied Mo Resp?
™ F I i ! F [ = -
i. Prestige of job A0.9 |42.5 [69.1] BF.5 - -
ii. 8kill & ability usage 19.9 [23.0 {(F9.8( T6.9 G
iii. Task/performance 19.6 [(17.7 (8O.3| 82.3 - -
iv. Control of work process [35.1 [40.7 |ea.8| 59.3 -
v. Equipmsnt Z25.0 18,6 (TR .81 81L.5 1.2
vi. Work decisions 4L.1 [54.9 [B9.0) 45.2 -
vil, Flexibility of duties 4.5 (42,4 64,9 BT.LE s
viii. Training E5.7 (48,7 |ed.2| B1.3 - -
ix. Physical snvironment 19.7 |z1.2 [79.1] 78.7 L&~
#. The pay 41,7 [42.5 [E7.8| 57.5 & -
21, Promotion 41,1 [BC.4 [B8.3] 49.5 -6
wii. Fringes FL.0 (345 [&B.5]| &65.5 w -
#x11i. Job security 21.4 |18.5 [78.5] BO.5 -
wiv. HMours of work 18,4 |20.3 [BL.5] 7.9 S -
®¥yv . Acoessibility 40.5 {34.2 [B9.5| B5.8 - -
wvi. Relations with :
collsagues 6.0 1608 (94,0 85.2 - 1.8
xvii. Relation with
supgrvisors 20,9 [E5.4 [(F7.9| 4.6 1.2 1.8
#¥viii., Relation with _
subordinates 11.% [183.3 [86.3] 85.0 1.8 1.8
xix.  Treatment in view }
of gender 11.% {41l.6 [88.1] Ba.4 -
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TaBlLE 30
Percentacs distribution of respondents by conposits valus of
satisfaction
Composite value of satisfaction with jobk facets il F T
1. Feneral Satisfaction Lewvel
(Scores variss From 19-76&).
i. Satisfied:
(48 Scores and abowve) TF.4|es.4 7300
ii. Dizatisfied:
{less Lhan 48 scores) Z1.4 32,7 |26.0
iii . Incomplete index 1.2 L 1.5
Total 100 1G0 1003
2. Satisfaction & Inbrinsic wUrk facels
i Imtrinsically satisfied TE3.865.5 [FO. 5%
(20 scores & abova)
ii. Intrinsically disatisfied 2R.G|B4.D 1298
(Less than 20 scores)
1ii, Incomplete Indos S - -
Total 100 1O0 [ 1)
I, Satisfaction & Extrinsic facels
i. Extrinsically zatisfised
{28 Score & above) TTF. 467,35 (FE.&
ii. Bxtrinsically disatisfied
([Less than 28 scoras) 22 6| B2 T 26,7
Total 100.[.100 | 100
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intrinsically satisfied, while 34.5% are not. This trend is
the same wiﬁh extrinsic satisfaction, majority (77.4%) of the
men are extrinsically satisfied, while 22.6% are not; and for
the women majority (67.3%) are extrinsically satisfied, while
few others (32.7%) are not. Table 30 shows that women’s level
of satisfaction (considering the different facets of the job)
appears lower than that of the men.

Other general questions were also asked on job
satisfaction using a unidimensional measure of job
satisfaction. In. response to the guestion - ‘looking at all
aspects of your present job, how do you feel about the job in
general’ - there is no significént difference between the
responses of men and women. For the male sample, 37.5% are
highly satisfied, 40.5% are somewhat satisfied, 12.5% are
somewhat dissatisfied, while 7.7% are highly dissatisfied.
For the female sample, 24.8% are higﬁly satisfied, 54.9% are
somewhat satisfied, 14.2% are somewhat diséatisfied, while
3.5% are highly dissatisfied. It is significant to note froﬁ
these data that the majority of the respondents (46.3%)
expressed ‘somewhat satisfaction’ as against being highly
satisfied. This might be due to the general constraints
currently facing workers within industriél' sector,
irrespective of gender.

| Several factors are identified as reasons for sticking to
the job despite dissatisfaction. Majority (47.4%) stick to

their jobs because there are no alternative jobs; 29.5% are



361

stuck to ‘their jobs because of pay; while more women (66%)
than men (34%) are stuck to their jobs because of immobility
of spouse. Thirty-two percent (56.3% being men and 43.7%
being -women) love their Jjobs despite all odds. By
implication, dissatisfied workers are stuck to their Jjobs
mainly because of +the economic situation ~and general
unemployment pattern or because of immobility caused by family
obligation, in the.case of women. Otherwise, others love
their work, and see it as an end in itself; for others, they
cannot afford to miss the monetary rewards accompanying their
work, and are therefore, stuck to their job in the face of no
alternative source of income.

Work Alienation

Twelve structured questions were asked in order to
measure work alienation. Table 31 presents data on the
different indices of work alienation. When asked if
respondents .exercise much authority on the Jjob, majority
(563.3%) responded in positive terms, while 46.7%, that is, 80
men and 51 women, never exercise any authority at work. Also,
majority (60.9) decide their work speed, (meaning that
majority of our respondents do not work under alienating
conditions for example, machine tending). This observation
shows that our sample is spread across departments (production
unit through personnel division).

When asked whether they work under close supervision

(that is, not having freedom of movement), only 26% work under
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TaglLE 31

Percentage distribution of respondents by alienation

factors

Qisagras figr e
flienation factors M F T ™ F T
1. Much authority ils exercisad 4F .7 45,2 467 |52.3154.8|53.3
2. 1 decide my work spsed AQ. 5 |3ZT. L1392 159,86 82,2 60.9
3. Work speed is determined by
machine 65,4158 4627 134.6[141L.6|37.%
4. Dont work on the machine B8.3166.4 616|397 |33.6|38. 5%
5. Work under close supervision
(Mo fresdom of movement) TE5.8[74.4(7d4.1[26.2(25.7 26,0
&. Mo say in policies GHELL (5.1 (59,0 (13&6.9 (46,9 (41.0
Y. My work is important to
success of the organisation 18.8(14.211&.4 (82.2(85.9|83.7
#. Work is boring/routinised TE.2 |73, 4|73, 3267 26,6 126.7
9. No challengs in work TE.0B2. 377|220 17.7120.&
10, Hardly do T interact
with others Te.T(Fa. 8|74 (20,3213 (20,7
1L, Interest is limited to
WG K Fe. 8| T7T.9|77.3[23.0(22.2(22.8
12, I work with others in
a group 40.5(38.1 39~5§59u6 &2 060, 5
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close supervision and do not have freedom of movement. This
is usually the general pattern among workers who work on the
production line. A maﬁor difference between the male and the
female samples tend to occur in response to the question on
whether respondents have a say in debisions/policies affecting

their work. Fifty-nine percent (63.9% being men and-36.1%

being women) have a say in work decision/policies; while 41% .

do not have a say in policies affecting their work. Responses
to other alienating factors are shoﬁn in Table 31 indicating
that the Jjob situation of each work tends to determine the
extent of alienation.

The data on composite value of alienation index shows
that 77.4% of the male sample and 73.5% of the female sample
are not alienated, while 20.2% of the male sample and 24.8% of
the female are alienated.

Work Orientation

Data on what resﬁondents valued most in their jobs shows
no significant difference between génder {see Table 32). In
the liét of importance (picking the highest percentage across
the four value categories), the following gives a picture of
value difference between men and women (which may not bé due
to gender factors but work conditions and other structural
factors) -

MEN (facets valued most in order of importance) - (see
Table 32). '

i. skill and ability utilization; and availability of

equipment;

-
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Percentage distribution of respondents by work walue

Unimportant Important Mot Resp.
Work facets i F ; T [ ™ F T M F T
: .
1. The prestige of jobl{l4.9|14.1(14.6(85.1[85.8[85, 4] -
2. Skill and ability L9 133124 [B7. B |86.8{87 .7 I e <3
Z. Control over work
process 15.514.2[15.0(81L.9 (85,8 (84,7 e - 4
4. Equipment 1251006 1L 7|87.5(89.4[88.3 - - -
5. Participation in
work decisions 17.8 7.1{14.2(80.4(90.2{82.9) 1L.2(2.7[1.8
&. Chancse to do ,
different things Z2ELO16.B2L.T|75.Q|8E. 1 VB.3 - -
7. Opportunity to
train 17.8110.&6( 15 2.2 (89,4 (85,1 - -
8. Chances for
promotion 19,010 & 15.572.7 |87.6 (8301 r.z2l1.8l1.4
. Pleasant physical
surroundings 224 LB. 3157 (V6.5 (84.9(82.9 1L.2{1.8]1.4.
10, Convenient travsal
to & fro 1911150 ]17.4|80.4[84.1 [81.9 I -4
11, High income 13611321120 [81L.5|86.7|B7.9 - - -
12, Job sscurity 1550 9.8(13.1[84.&6[|85.5(886.4 -1 %] .4
13, Hours of work ZL.5119.5 (20,7 |77 .4 |80.&|78.&6] 1.2 —~
14, Chances to make
Friends ‘ Z6.B (205 (2d4.2|To8 e & | 744 2.4 - (1.4
15, Opportunity to bea
of service o :
aothers 20”8}13.3 1L7.5178 5}84,9 81.5 BN T = O R |
Lo et et s e s s oo b st oot st i s s o
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TARLE 3%
Percentade distribution of respondents by the composite values

of Intrinsic

ang Extrinsic

wark valuss

WORK YALUES

i F '
1. Intrinsic work values
a. Poor intrinsic work value:
Pl.ess than 18 scores) 13,7 12.4 135.@
b, High intrinsic work values:
(18 scores and above) 85,1 BT . & B0
Ca o Incomplete Index 1.2 40,7 w55
Tokal loog 100 1.0
Z. Extrinsic work values
a. Less smphasis on extrinsic work
value [less than 20 scoras) 19 .6 15.9 18,4
b. high emphasis on sxtrinsic work
{20 scores and above) 8.6 24,1 B0. 1
c. Incompleke index 1.8 - Lod
Total L0 L0 100D
Tntrinsic Yalue:
wt: = 1.481, odfF = %, is not sig. at P = 0.05

Errinsic Yalue

% = L4261, dF = I, is not sig. at P = 0.05
KEY: M = Male; F = Femals; T= Total.



ii. the prestige of job;
iii. job security;
iv. opportunity to train;
V. control over work process;
vi. high Income;
vii. participation in work decision;
viii. ‘convenient travel to and from work (accessibility);
ix chances for promotion;
X opportunity to be of service to others;
Xi. Hours of work;
xii. _pleasant physical surroundings;
xiii, chance to do different things (non—routine work);
xiv chance of make friends;
_WOMEN (facets valued most in order of importance) - (see
Table 32).
i. participation in work dgcisions;
ii. availability of equipment/opportunity to train;
iii, promotion;
iv. skill and ability utilization
v, high income;
vi, control ovér work/the prestige of job;
vii. pleasant physical surroundings/opportunity to be of
service to others;
viii. Jjob security;
ix, convenient travel to and from work (accessibility);
X non routine job

366
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xi. hours of work;
xii. . chances to make friends.

The data on work orientation value show no significant
differeﬁce between men and women. Both men (85.1%) and women
(87.6%) place high emphasis on intrinsic values, while high
emphasis is also placed on extrinsic wvalues by both men
(78.6%) and women (84.1%) (see Table 33). This supports. Di

o finding that both sexes share to a considerable

Domenico’s
extent the same norms, values and perceptions regarding work
and income generation, while it contradicts those who argue
that work is not a ‘central life interest of female WorkerSM5.
Thé high emphasis placed on extrinsic factors by both men and
women.reflects the prevailing socio-economic changes which has
brought about high cost of living, unemployment and a high
level of infiation.

The second measure of work orientat.ion value 1is the
definition of the activity.respondents regard as ‘work’. From
the data collected, 5.4% of the male sample and 0.9% of the
female sample defined work as activity which has to be done
and organized by others; 15.5% of the méles and 12.4% of the
females define it as activity which is satisfying and
enjoyable; 16% of the males and 24.8% of the females define it
as activity which requires effort; 33.3% of the females see
wérk as an activity for which one 1is paid; for 7.1% of the

male sample and 7.1% of the female sample;, work involves

responsibility for others; while very few respondents see work
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as activity Which is routine and monotonous. However, others
see it as something everybody has to do in order to keep on
living (that is, exeréising the body muscles and at the same
time earning a living).

The data above shows no difference in men and women’s
view of.work. For both men and women, work as an ‘activity
which ieads to an end product or service’ occupies the first
position in the hierarchical ordering of definitions of work.
For the two sexes, the second place in the hierarchy is ‘work
as an activity which requires effort’; while ‘work as an
activity which is satisfying and enjoyable’ occupies the third
place. The definition which ranked fourth is "work as an -
activity for which one is paid" (that this definition occupies
the third place for women, shows a relatively greater emphasis
on monetary rewards by women than men). This might have been
caused by the greater economic burden created for women in the
maintenance of the household by the current economic situation
in the country (particularly as the effects of structural
adjustment programmes have a greater implication for women'’s

kM7. However, it 1s important to note that work is

wor
generally perceived as a means to an end, and not an end in

itself, thus, the general emphasis which is now placed on the

reward system.

207Ainat, 0.I1., Rural transformation and national

development:implications for Nigerian women labour force
participation. Paper presented at the National Conference on Rural
Transformation and National Development: Strategies and prospects.,

0.A.U,, Tle - Ife, 8 - 12 July, 1990.
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Job Motivation

To measure workers'’ job motivational level, the
respondents were asked to rank seven factors which coﬁld.serve
as the most driving force for effective job performance. The
ranking positions fall between 1lst-7th positions.

Table 34 shows the frequency distribution of respondents
by ranking of job motivation factors. Table 35 shows the
average ranking of the seven motivational factors used in the
study. The sequence of rank shows that for the total sample,
adequate financial reward occupies the first'position. It is
significant that financial reward is equally valued and ranked
first by both men and women.. Emphasis on wérk which
guarantees extrinsic needs tend to reflect uncertainty aﬁd
instability of the current economic situation in the country.
Findings on motivational factors tend to be inconsistent with
fesponses on work orientation values. Even though the workers'
generally put a lot of emphasis on intrinéic work orientation
values, ironically, in terms of motivation, monetary reward
occupies the first position in the list of factors which could
energize them to work better. This finding is not unconnected
with the socio-economic situation in the country, whereby, the
individual is primarily concerned with lower level needs.
Emphasis blacéd on extrinsic factors shows that these can also
serve as important motivational factors.

For both men and women, interesting work is ranked

second, showing that for both men and women both extrinsic and
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intrinsic factors of work serve as métivating factors. 1In a
descending order, men rank the other motivational factors as -
Jjob security; promotion/growth; good working conditions;
friendly cd—workers; and gender equality. Also, in a
descending order, women rank the remaining motivational
factors in this sequence - promotion/growth; job security;
gender equality; good working conditions and friendly co-
workers.

The pattern of response (Table 35) shows that both men
and women pPlace emphasis on both extrinsic and intrinsic
factors with a greater emphasis on the extrinsic factors.
While men rate gender equality the least; for women, this
falls into the fifth position, showing that women>are more
"affected on the issue of gender inequality.

Lastly, job motivation is measured by asking the question
"considering all things about your.job which of these may
probably make you leave this company?". Six items were
listed. Majority (67.9% of the male sample and 77% of the
female'sample) indicate inadequate reward system, while 64.8%
will leave when there is job insecurity. Also, 61.6% will
leave if there is lack of opportﬁnity for advancement and
55.2% when there is limited career prospects. About fifty-
three percent will leave if there 1s a general lack of
interest and 43.4% will leave in case of gender inequality.
It is Significanf'that about 56.6% of the total sample will

not leave even when there is obvious gender inequality, while
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only 28.5% will remain when there is inadequate reward system.
These findings reveal that a great emphasis now put on
instrumental needs by Nigerian workers, is a reflection of
Nigerian political economy, for according to Maslowws, the
lower ievel needs must be satisfied before the need at higher

levels become operative.

Work Involvement

Work involvement is measured using 10 work involvement
indices (see Table 36). Notably both men (76.7%) and women
(85.9%) will do extra work even when not compelled. Both men
(75.8%) and women (82.3%) look forward to next day’s work. On
the whole the composite value of involvement shows that about
70% of the male respondents are involved with work, while 71%
of the women are equally involved with work. For those not
involved with their work, we have 28.6% of the male sample and
28.3% of the female sample.

More information is supplied on work involvement in the
section on hypotheses testing.

Gender role orientation

In order to classify respondents into those with
traditional or modern gender role orientation, 14 wvariables
were used as measures. Respondents chose one out of 4
alternative options of different weight whereby totally reject
= 1; reject = 2; accépt = 3; and totally accept = 4,

Table 37 gives the percentage distribution of the

fourteen items describing respondents’ gender role orientation
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{most of which afe general statements about what the position
of women should be in the society). A composite value of
gender role orientation is built whereby respondents with 35
scores and above are taken as those with traditional gender
role value (that is people who emphasis the traditional roles
of women as wives and mothers; and who believe women should
remain at home where they belong, at all times); while those
with less than 35 scores are said to be having modern gender
role orientation (that is, £hose who believe women have a part
to play in building a viable public sector). On the whole,
just about 2 out of every ten men and 1 out of every ten women
have traditional gender role values, meaning that majority
(81.9%) of our respondents have relatively modern gender role
value.

In order' to determine any relationship between
respondents gender role orientation and individual
characteristics, gender role orientation wvalue 1is cross-
tabulated with consciocusness about gender discrimination at
work and other personal variables like education, occupation,
and marital status. Irrespecti&e of gender role orientation,
majority of the female sample indicate the presence of gender
discrimination. For-example, 9 out of every 10 female
respondents with traditional gender role value indicate the
existence of gender discrimination; while 58% of women with
modern gender role value, signify the existence of gender

discrimination. The findings however point to the high level
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of exposure most of our respondents have had in terms of
attitude - change. It is assumed that a study of this kind in
a semi-urban/rural location might create a stronger
association between gender role value and the level of
consciousness about gender discrimination.

The data on gender role value and marital status does
not vary between the male and the female sample. On the whole
19.3% of respondents who are still single tend +to have
traditional gender role value while only 14.6% of the married
respondents fall into the same category. However, it 1is
significant that majority (77.8%) of women in the categories
of the divorced/widowed/separated have modern role values;
while for men in the same categories, it is 57%.

Distribution of respondents by gender role orientation
and occupational status indicates a significant relationship
between the two variables for the female respondents. The
data collected show that for the female sample, majority
(90.9%) of those with traditional gender role value have low
occupational status, while none of the women in managerial
positions possesses a traditional gender role value. However,
about 34% of men with traditional gender role value are from
the managerial and professional groups. This means that
women, more than men, tend to do away with traditional
characteristics (that 1s, traditional belief about gender
roles) as they move up the organigzational hierarchy, or become

more exposed to modern virtues,.
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Also, for both men and women, data on gender role value
and educational level shows a strong relationship. Thus, only
16% (87.5% being men and 12.5% being women)'of those with
traditional gender role value possess a high level of
educational status.

The data above tends to indicate that cultural values
affect psychological functioning, which may in turn be re-
oriented bhy 1long exposure to agents of modernization,
particularly formal education and modern sector occupational
training. |

Perceived female bosses attributes

Table 38 contains respondents perception of female bosses
attributes. Out of the 10 listed attributes, majority (51.3%)
of the respondents agree that women bosses‘are‘too concerned
with efficiency while others (50.9%) said female bosses take
things too personally and 49.8% said women supervise too
closely., It is significant that most of the other stereotypes
used in describing women bosses tend to be less commonly held
by the respondents.

A composite value of perceived female bosses attributes
shows that 42%, that is, 93 men and 25 women, hold negative
attributes for female bosses, while 57.3%, that is, 70 men and
88 women, tend to describe female bosses in positive terms,
The data shows a greater acceptance of female bosses by women,
whereas more men -tend to dive female bosses negative

attributes. By extension, this supports a greater antagonism
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witnessed by women bosses from the males. It also supports
the strong belief among employers and wquers that women
should not supervise male or mixed-work groupm&
Above summaries provide a background for testing the

major assumptions made in this study. The next section

therefore focuses on tests of hypotheses.

7.2 Test of hvpotheses

All tables wused in testing the nine operational
hypotheses (that is, Tables 39 to 60) are presented together
at the end of chapter seven for logistic reasons,
papticularly, since the same set of tables contain information

for the testing of the various hypotheses.

Hypothesis 1

"Men and women with the same level of education tend to

have similar work attitudes and behaviour".

Central to hypothesis one, is the assumption that men and
women who have a low educational status will likely exhibit
poor work attitudes (for example, depressed aspiration, low
job satisfaction, low work commitment etc); while those with
high educational status are expected to exhibit favourable

work attitudes {for example, high work aspiration level, job

208 Oppenhemier, Valerie, The female labour force in the United
State. Berkeley, Institute of International Studies, University of
California, 1970,




381
satisfaction, and high commitment level etc.). It is assumed
that if anything alters this expected pattern, the effect of
such should be the same for both men and women {(thus playing
down gender factors which have been predominantly used to
explain only the behaviour of women at work).

To test hypothesis 1, educational level 1s cross-
tabulated with 7 different measures of work attitudes and
behaviour (that is, work aspiration, work orientation value,
worlk commitment, work satisfaction, work alienation, work
involvement and work motivation) respectively.

Using educational status as a control variable, worlk
aspiration pattern tends to be the same for both men and women
{see Table 39). Therefore, for both men and women, the
highest percentage (29.5% men and 24.2% women) of those with
depressed aspiration are from the low educational group. No
significant difference is established between the behaviour of

men and women in both low and medium levels of educational

status (x2 values; and Pearson’s R and = the contingency
coefficients are not statistically significant - see Table
39).

Notably, men and women with high educational level
possess higher work aspiration (see Table 39), although
majority of the few workers with depressed aspiration are
mostly women (Xz = 9.78, df = 4, sig, at p = 0.05)., However,
that as high as 85% of women with.high educational level

express high work aspiration, shows that it is not a normal
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pattern for women with high educational status to possess
depressed aspiration. Therefore, other intefvening variables
uﬁique to the situations of these workers might be at play.

Therefore our findings support the view that irrespective
of gender, those in dead-end jobs and those ill-equipped for
modern industrial jobs face the highest frustrations at work,

Tables 40 and 41 present data on educational status and
work values (that is, intrinsic and extrinsic work values
respectively). Only one of the chi-square values establishing
difference between men and women in each of the educational
status categories and intrinsic work values is statistically
significant (meaning that assumed difference in behaviour of
men and women in the same educationallcategory is rejected).
The only statistically significant relationship is that
between high educational level and intrinsic work values (X2
= 3.64, df = 1, sig. at P = 0.05; contingency coefficient =
.3; Pearson’s R = .269, sig. at 1% level). That the 100% of
all women with high educational status expressed high level of
intrinsic work value (see Table 40) contradicts the general
assumption that women only work for cash and are not
necessarily to take industrial work as a way of life.

Table 41 also shows that there is a general high emphasis
on extrinsic work value (which, as earlier argued, is a likely
response to the current socio-economic situation in the
country). It is significant that both men and women in each

status group react to the present economic crises in the same
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way (that is, there is a general emphasis on financial rewards
in order to meet daily needs and sky rocketing inflationary
prices of goods).

The chi-square and Pearson’s R wvalues of the
relationships between men and women in -each of the three
educational categories respectively and extrinsic work value
are respectively not statistically significant (meaning that
an assumed difference between men and women in work
crientation pattern is rejected).

Using education as an independent variable, Table 42
shows that none of those men and women with high educational
status show low commitment to work, while the few who express
low work commitment are those with low educational status (men
and women). '~ Education as a variable, often determines
.individual occuﬁétional status and income. It is therefore
not surprising that those with higher education tend to occupy
high status Jjobs which tend to be more lucrative. Thus,
irrespective of gender, those who occupy low opportunity jobs
tend to be less committed to fhe organization and its goals.

Notably, none of +the gender relationships expressed

between educational status and work commitment is
statistically significant {that is, using the contingency
coefficients; chi-square values; and Pearson’s R). We

therefore reject any assumed difference between men and women
with the same educational status, in respect to work

commitment.
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Table 43 shows that majority of the respondents are
satisfied with their work irrespective of gender and
educational status,. However, majority of the dissatisfied
workers are men and women in low educational status groups.
The chi-square values of all the relationships between each
educational status category and the general satisfaction level
are not statistically significant (meaning a rejection of the
null hypothesis assuming a difference between men and women of
the same educational status).

A critical look at Table 43 further shows that across
educational groups, more men indicate satisfaction with Jjob,
while the pattern is reversed for dissatisfaction level (that
is, majority of workers in this category are women). Although
the general paftern of behaviour of workers with the same
educational status does not vary much across gender lines, our
data still imply that:

i, majority of those who expressed satisfaction with
their Jjobs are men who occupy high
educational status;

ii. more women in high educational status group; than
men and women in low educational group, express
satisfaction with their jobs;

iii. above findings mean that higher educational status
can lead to better working conditions for both men
and women.

However, the fact that a larger number of women with
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relatively high educational status than men in low educational
status express dis-satisfaction wifh wofk implies that:

i, women need more than mere acquisition of necessary
educational qualification to procure jobs which
become satisfying. |

ii. irrespective of gender, a worker with low
educational status might not frequently find work
which is attractive and satisfying within the
formal labour.market. |

Table 44 presents information on level of education and
work alienation, showing that majority of the respondents are
not alienated, while majority of those who express alienating
factors are mostly men (28.4%) and women (30.6%) in low
educational status group. None of the relationships
establishing gender difference within educational category and
work alienation is statistically significant (see Table 44
for contingency coefficient and chi-square values), thereby
showing no gender difference in patterns of work alienation
within educational categories.

Table 45 presents data on educational status and work
involvement. The table shows that majority of those who
express non-involvement with work are mén and women in low
educational status categories.

The pattern of behaviour is also the same for those with
high educational status. Thus, majority (80.4% men and 96.3%

women) express high work involvement. The contingency
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coefficient, chi-square, and Pearson'’s R values indicate no
gender difference in attitudes in any significant way.

Table 56 describes relationships between educational
level aﬁd motivational factors. The data on Table 56 show
that the value attached to each motivationai factor varies
depending 6n level of education, rather than gender. For
example, all respondents (both men and women) with low
educational level rank adequate financial reward in the first
position, whereas men with high educational status rank it
second while women rank it third. Both men and women with
high educational status rank interesting work’ first, showing
that they are more likely to be motivated more by intrinsic
job factors, while the respondents with low educational status
put a lot of value on extrinsic motivational factors.

The data - enumerated above shows ‘the same pattern of
behaviour for men and women who have the same educational
status, while more variations in behaviour are found across
educational groups, rather than within gender groups per se.
Hypothesis one is therefore confirmed. Using a multivariate
analysis, we further employ the logistic gegression model to
examine the relationship between the different measures of
work attitudes; and personal attributes/ structural variables.

Tables 54land 55 show a negative relationship between
educational level and some work attitudes probabilities, that
is, work aspiration; work commitment; intrinsic work value and

work satisfaction. On the other hand, educational level is
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positively related to extrinsic work value, work alienation
and work involvement probabilities. This means that workers
with relatively high educational status tend to exhibit a
rather low work aspiration, low work commitment, low intrinsic
work value; and job dis-satisfaction, whereas they show higher
level of extrinsic work value, work alienation, but still show
a higher level of work involvement than those with low
education. The logistic regression model therefore supports
a difference in work attitudes and behaviour among workers,
across educational groups. The reasons for such difference
tends to depend on situational factors (unfulfilled
aspirations and general economic crises) rather than gender
differences pef se., Our findings contradict earlier findings
which associate low work aspiration, low work commitment, low
intrinsic work value and low Jjob satisfaction with
femaleness4; and with dead-end jobsT. Workers, irrespective
of sex, and job positions, who witness unfulfilled aspirations
at work are likely to exhibit poor work attitudes, and they

will likely show a general disenchantment at work.

Hypothesis 2

"Men and women with the same marital status tend to have
similar work attitudes".
To test hypothesis 2, marital status is used as an

independent variable against the 7 measures of work attitudes.
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When marital status and work aspiration are cross-
tabulated (Table 39), the result shows that men and women who
are currently married show a higher work aspiration level than
‘workers who had never been married before. It is also
significant that majority of those with low work aspiration
are found in the unmarried category. It 1s however
significan? to note that the situation of marriage can have a
major effect on individual relationship with work. For
example, it is not unlikely for a'person to relate positively
toward work because of perceiﬁed financial obligation to the
home; while on the other hand, an unmarried adult might be
forced to look at work for fulfillment, particularly when
there is nobody to share the responsibility of living with.
The operational hypothesis which assumes no difference between

men and women in pattern of work attitudes because of marital

status is accepted since the relationship of an assumed gender

difference within marital group and work aspiration is not

statistically significant. Table 39 shows that using sex as

a control - variable, none of the relationships expressed
between indices of marital status and work aspiration is

statistically significant.

However, it is significant to note that being divorced,
widowed or separated (for both men and women) could ﬁean
turning to work for social and economic fulfillment.

Using a nmltivariate analysis, we further employ the

logistic regression model to examine the relationship between
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work aspiration probabilities and marital status. Our
findings show that this relationship is significant at 5%
level (see Table 54). The implication of this finding is that
irrespective of gender, workers who are married tend to have
higher work aspiration than those who are still single (or had
never been married). This also implies that for both men and
women, marriage and its economic implications complement
rather than contradict paid employment.

Tables 40 and 41 show that most workers irrespective of
marital status put high emphasis on both intrinsic and
extrinsic factors of work. However, the respondents in the
married category form the major group with high intrinsic and
extrinsic factors. All the divorced (8); the widowed (4); and
50% of the separated indicate a high level of intrinsic work
value. It is also found that women, irrespective of the
marital status, tend to put more eﬁphasis on intrinsic value,
-contradicting the assumption that when women work, they merely
work for cash to supplement family income, rather than have a
planned career. Majority (61%) of those with poor intrinsic
work value are single, while 39% are mafried.. Also, 72.7% of
those with poor intrinsic work value are men, while 28.3% are
women . These data show that for both men and women, the
financial responsibilities of setting up a family could serve
as a ‘push’ factor in taking industrial work as a way of life.
Table 41 shows that majority (89.4% men, and 88.5% women) of

those in the married category express high extrinsic work
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value. Both men and women (single, married, divorced,
separated or widowed) equaily become conscious of working for
ecﬁnomic survival. More than ever before, the economic input
df women in the homes has become a force to be reckoned with.

Table 40 and 41 show that none of the relationships
establishing a difference between men and women within the
same marital status group and work values is statistically
significant considering contingency coefficients, chi-square
values, and Pearson’s R. Thus, we accept the operational
hypothesis which assumes no difference in work orientation
between men and women with the same social siﬁuation
(marriage).

Table 42 shows a higher commitment ratio among ﬁarried
categories. The few recorded cases of low commitment are
found mostly among the unmarried category. The data in Table
42 show that for both men and women, marital status (and other
home based conditions) tend to influence the level of work
commitment. Married men and women, because of marriage
responsibility would tend to seek the best from work, while
the financial predicaments of divorce, widowhood and marriage
separation tend to affect men and Women’é relationship to
work.

The chi-square values of relationship between gender
groups in each of the different cétegories of marital‘status
respectively and work commitment are not statistically

significant (thereby confirming the operational hypothesis



391
which assumes no significant difference in work commitment
between men and women‘of the séme marital status).

Although several'other factors jointly determine, workers
satisfaction level,' it is significant to note that one’s
marital status can be one of those factors. Thus Table 43
shows that the highest percentages of those with high work
satisfaction are in the married category. Within the
unmarried category no significant difference is recorded in
the expressibn of satisfaction between ﬁeﬁ and women (see
Table 43). This shows that no diffegence in work commitment
is recorded between men and women of the same marital status.

Table 44 shows no significant difference in work
alienation between men and women within the same marital
status group. None of the relationships between marital
status categories and work alienation is statistically
significant (see Table 44), thereby confirming the operational
hypothesis. However, the logistic regression model {Table 55)
shows a negative relationship between work alienation
probabilitiés and marital status (that is, respondents in the
married category are negatively related to alienating factors,
while those in the -unmarried catégory. easily exhibit
alienating attitudes). This relationship is significant at 1%
level, This further confirms a different reaction to work
across marital categories.

When marital status was cross-tabulated with work

involvement (Table 45), no significant difference is recorded
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between.men and women within unmarried marital group (X2 =
1.09, df = 2, not sig. at P = 0.05); and married marital group
(x* = .9, df = 2, not sig at P = 0.05). For these
relatidnships, the Pearson’s R values are also not
statistically significant. Hence, the operational hypothesis
which holds that there is no difference in work involvement
between men and women with the same marital status, is
therefore accepted.

Data on job motivation and marital status (Table 57)
shows no marked differences between men and women who belong
to the same marital status groﬁp, with respect to factors
viewed 'as work energizers. Rather, +there are recorded
differences across marital groups.

IThe irregular patterns of Jjob motivation among men and
women across marital groups show that the circumstances of
marriage can influence motivational patterns of workers (see
Table 57). Such marital influence on job moti?ational
patterns are rather about the same for both men and women
witﬂin the same marital group.

The analyseé of the data on marital status and work
attitudes, using contingency coefficient values; chi-square

values; and Pearson’s R and logit coefficients, help to

statistically confirm hypothesis 2.

Hypothesis 3:

"Men and women with the same familial status (that is,
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married with or without children) tend to have similar

work attitudes and behaviour".

To test hypothesis 3, familial status is measured by
whether or not a respondent has dependent children and later,
is cross-tabulated with 7 measures of work attitudes and
behaviour (that is, work aspiration; work values, work
commitment; satisfaction; alienation; and work invelvement).

Looking through Tables 39 to 45, none of the
relationshipg between familial status and the different
measures of work attitudes is statistically significant,
thereby confirming the operational hypothesis which assumes
the same work attitudes for men and women with the same
familial status.

The Jlogistic regression model in Table 54 and A55
indicates positive relationships between familial statué and
the following measures of work attitudes - work aspiration,
commitment, work values, satisfaction and work involvement;
‘while the relationship is only negativé for work alienation.
The data indicates a more positive response to work from
workers who are married with children, although only the
relationship between familial status and intrinsic work value
is statistically significant at 1% level.

Above findings confirm hypothesis 3.

Hvpothesis 4

"Men and women with the same occupational status tend to
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have the same work attitudes and behaviour".

To test hypothesis 4, océupational status 1is used as a
control varlable. The data are presented in Tables 46 to 52,
All the established relationships between occupational status
and different measures of work attitudes and behaviour (with
the exception of 2 of them) are not statistically significant
considering the chi-square values, Pearson’s R Qnd contingency
coefficients (see Tables 42 to 48.

The two identified .relationships with statistical
significance include:

(1) the relationship between workers in managerial category
and work aspiration, using sex as a dependent variable;
(1i1) Clerical category and work aspiration.

Table 46 shows that.in the managerial hierarchy, 90.6% men
and 73.3% women reported high Qork aspiration. This, 1in
itself, contradicts the general belief that women’s central
life interest is in "family" while men are pre-occupied with
employment and earnings. However, that 26.7% of women in
managerial position have depressed aspiration is significant.
For example, all the women managers in the survey sample are
either junior or middle level managers, showing that when
compared to men, women managers lack the chance to move into
exempt status (that is, their job ladders are relatively short
while the Jjob ceilings are low). In one of the companies

surveyed, a confidential secretary can be promoted to a
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managerial position, yet she still has it as her duty to type,

serve the boss, and make his tea. In such an arrangement, it

is most unlikely for the confidential secretary to become an
executive manager, neither could she sit as a "Chairperson" at
meetings to make important policy decisions, for as always, she
still takes notes at meetings. It is therefore not surprising
if such a group expresses depressed aspiration.

Although a very high percentage (90.6% men and 73.3%
women) of managerial staff express high work aspiration, the
differences in response between men and women is statistically
significant (X' = 10.30, df = 2 sig. at P = 0.05; also
Pearson’s R = .347, sig. ét 10% level).

Table 46 also shows that among the clerical workers, and

the unskilled, majority of +those who express depressed
aspiration are men. On the whole, about 72% of men and women
with low status jobs express depreséed aspiration. This

supports the assumption that people have low aspirations when
fhey think their chances for mobility are low. The difference
in response between men and women in clerical group in respect
to work aspiration, is statistically significant, although not
statistically confirmed when the table values of chi-square are
considered (X2 = 9.11 df = 2, sig. at P = 0.01; and Pearson’s
R = .424, sig at 1% level). Data on clerical staff and work
aspiration simply imply that factors making for type of work
aspiration are not sex specific, but rather depend on matrix of

factors (which could be structural, systemic or individually-
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based; rather than mere biological). It also shows that men
and women who experience the same structural condition will
likely behave in the same way. This pattern is also found when
factors of motivation are measured against occupational status
(see Table 58),

| The above findings do not alter the basic assumption in
any way (that is, men and women who have the same occupational
status will tend to possess the same work attitudes).
Hypothesis 4 is therefore accepted. |

The logistic regression models in Tables 54 and 55 further
clarify the relationship between work attitudes probabilities
and occupational status. Respondents with relative high
océupational status (managerial, professionals and technical)
expressed negative relationship with work aspiration, intrinsic
value, work satisfaction and aiiénation; and positive
relationship with work commitment, extrinsic Wérk value and
work involvement, although, only the relationship between
occupational status and work commitment 1is statistically
significant at 10% level.

The above findings tend' to point to the constrainté
imposed on the individual worker by the current socio-economic
conditions. First, most workers (men and women) are dis-
satisfied with the current trend which heightens Jjob
insecurity, retrenchment and lack of promotion possibilities.
The tendency to over - emphasise extrinsic work values at the

expense of intrinsic, even by high occupational status workers,
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contradicts earlier research findings which argue that
professionals tend to value those aspects of their jobs that
provide for the psychological needs for self-expression and
‘self actualization, while unskilled and semi skilled workers
tend to value those factors that provide for their financial
needs. Across occupational groups, there is a general concern
for high income, job security and promotion prospects, while
less emphasis is placed on intrinsic work values.

However, that the relationship between work commitment and
occupational status is statistically significant, is indicative
of the general research findings that people at the upper
levels of organizational hierarchy tend to be more motivated,
involved and interested in their Jjobs than those at lower
levels.

It is also significant that a negative relationship exists
between occupational status and work alienation probabilities,
meaning that workers in high occupational status tend to be
less alienated, although the relationship is not statistically
significant.

Table 51 however indicates that.all managers who report
alienation are all women, meaning that gender .factors can
become important factors in the measuring of work alienation.

The logistic regression tables support differences in work
attitudes across occupational groups, irrespective of gender

attributes
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Hypothesis 5

"Men and women with the same income group tend to share

the same work attitudes and behaviour"

To test hypothesis 5, income level is used as a control
variable to determine variation between men and women with
respect to various measures of work attitudes and behaviour.

Data presented on income level and work atﬁitude {Tables
46 to 52) are not statistically significant for work values;
commitment; satisfaction; alienation; and Work involvement;
except for work aspiration.

Even for work aspiration, 6nly a relationship with one of
the three income categories is statistically significant, that
is, the high income group (X2 = 10.83, df = 3, sig. at P =
0.01; Contingency Coefficient = .50; Pearson’s R = .192, not
sig. at P = 0.05) - (see Table 46). It can be assumed that
what causes difference in work aspiration between men and women
in high income group is not sexual, rather, it could be a
reaction to incomparable incéme, or differential treatment
prohibiting growth and advancement among a particglar gender
group. It can be assumed that 1if men, also go through the
same treatment, they will also exhibit depressed aspiration
(for, in medium income group, 95.9% of the women and 87.5% of
fhe men exhibit high work aspiration).

Thérefore the operational hypqthesis which assumes no

significant difference in work behaviour between men and women
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in the same income group is accepted.
The logistic regression tables (54 & 55) however try to
establish a relationship between income level probabilities and
work attitudes. Table 54 and 55 show a negative relationship

between income level probabilities and work aspiration; work

commitment; work satisfaction, work alienation, and work
involvement respectively, although only two of these
relationships are statistically significant. These data show

that +those with low income 1level have .overall negative
relationshib with the already identified work attitudes, while
these negative relationships are statistically significant for
work commitment (5% level).

However, a positive relationship is established between
income level probabilities and work values, although the
relationships are not statistically significant. The logistic
regression models further support differences in work attitudes
across income levels,.while cross-tabulation tables by sex
(Tables 46-52) show no statistically significant difference
between men and women within income groups and work attitudes,
meaning that the general attitudes at work have 1little or

nothing to do with femaleness or maleness,.

Hypothesis 6
"Men and women with the same promotional prospects tend to

have the same pattern of work attitudes and behaviour"

Two different variables are used as measures of
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"prométional prospects". They are:
(i) "recorded promotions" (which was obtained by asking

respondents the number of times they have been

'

: promoted); and

;(ii) "probability of promotion“.
The two variables are cross-tabulated with the different
measures of work attitudes and behaviour. Tables 46 to 52

pres#nt data on promotional prospects and work attitudes. With

1

.sex as a dependent Variable, none of the relationships between
meaéures of promotional prospects and work attitudes is
sta?isticallyAsignificant {see Tables 46 - 52), thefeby meaning
an acceptance of the operatiénal hypothesis which holds that
there is no significant difference between men and women with

the same promotional prospects in terms of work attitudes.

However, the logistic regression models in Tables 54 and
55 show that "recorded promotion" is positively related to work

aspiration, work commitment, extrinsic work value, and work
!

involvement (that is, those with good promotion records tend to
i

haye' high work aspiration, work commitment and are highly
] - A

&olved with work. These relationships are statistically
|
sﬂgnificant for work aspiration (5% level) and work involvement

in

(¥0% level). On the other hand, recorded promotion is
n;gatively related to intrinsic work value, work satisfaction
and work alienation, meaning that a good promotional record
dées not change worker’s view of intrinsic work value (for

| .
ekample promotion might not necessarily change the nature of
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work itself); while it might not be the only factor making for
job satisfaction (hence a negative relationship with job
satisfaction). The negative relationship is statistically
significant between recorded promotion and intrinsic work value

kS% level).

; Probability of promotion and measures of work attitudes
’ ,

}are also positively related to work commitment (statistically
!

éignificant at 10% level); work satisfaction (statistically
1Significant at 1% level); and work involvement, (although not
jstatistically significant). This means that those with high
;probability of promotion tend to be more committed to work,
"expressed high work satisfaction level and are likely to be
‘more involved with work:
Negative relationships are also found between'probability
of promotion possibilities and extrinsic work value
:(statistically significant at 1% level); intrinsic work value

‘and work alienation (although, both relationships are not

i
i

jstatistically significant).

/ The above descriptions show that factors which make for
I

|
ivariations in work attitudes and behaviour are much more due to
structural factors and social situations. What determines a
worker’s attachment or non - attachment to work is often likely
to be due to the nature of work, the environment of work and

the general opportunity structure rather than the biological

nature/functions of sex. Hypothesis 6 is therefore accepted.
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._vaothesis 7

"Men and women who perceive that they are discriminated
against at work because of their gender tend to exhibit
similar work attitudes and behaviour (i.e poor work

attitudes)".

Table 46 to 52 present data on perceived gender
discrimination and different measures of work attitudes. None
of the established relationships in these tables is
statistically significant, thereby expressing the same pattern
of reaction between men and women towards gender discriminating
treatments. |

However, a closer look at the percentage distributions in
Tables 46-52, is indicative of the following:

(i) That despite reported gender discrimination, most

respondents express positive work attitudes;

(ii) Numerically, when respondents with, and those
without perceived . gender discrimination are
compared, the number of those with favourable work
behaviour are more amongst those respondents who
suffered no gender discrimination.

(iii) Numerically, when respondents with, and without
perceived gender discrimination are compared, the
number of those with poor work attitudes are more
amongst respondents who have experienced gender

discrimination.
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The observations above mean that we cannot totally rule
out relationship between perceived gender discrimination and
work attitudes. However, the extent to which such relationship
becomes significant dépends on the extent to which individual
becomes conscious of the existence of gender discrimination and
the extent to which_the individual sees it as a problem.

However, a critical look at the data on perceived gender
discrimination and work attitude further shows that a higher
percentage of those who reported geqder discrimination are
mostly women, while majority of those who experience gender
discrimination and possess poor work attitudes are mostly men.
This might imply that men react more violently against gender
discrimination than women, while women take it for granted.

Personal observations show that gender discrimination is
more of a cultural prejudice (particularly against women), thus
people shy away from reporting it. As observed - among the
female informants, most women do not want it as an open
discussion. Casual observations show that more women in the
high occupational status are more conscious of the existence of
gender discrimination than women at the low hierarchy Jjobs.
Gender discrimination against women in discretionary Jjobs 1is
more obvious, because here, women find themselves not free to
take decisions that can affect outcomes.

The non discriminating laws ana policies in the country,
particulafly the equal remuneration for men and women workers

for work of equal value tends to hide gender discrimination,
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when we consider the objective conditions of work: while gender
discrimination against women appears more pronounced at the
attitudinal level (that is, in terms of subjective treatment
received froﬁ superiors and co-workers).

From the data presented so far, significant relationships
have been established between personal and structural factors
like education,.income, occupational status and organizational
opportunity structure which are themselves sources of gender
discrimination between men and women, and which often at times
are taken for granted by women, and at ofher times, are faken
as normal and inevitable.

. The logistic regression models (Tables 54 & 55) provide
the statistical significance -for the relationship between
gender discrimination and work attitudes. Data on Tables 54
and 55 show that perceived gender discrimination are ﬂegatively
related to work aspiration and' intrinsic work value
probabilities. This means that those respohdents (men and
women) who have experienced gender discrimination at work, tend
to have low work aspirations, and emphasis less, the intrinsic
work values. Both relationships are statistically significant
at 1% and 5% levels respectively.

Also, gender discrimination as an independent variable,
tends to be positively related to work commitment, extrinsic
work values, work alienation and work involvement, although
none of +these relationships is statistically significant.

Thus, despite gender discriminatory treatment, respondents
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still exhibit some level of Jjob satisfaction (statistically
significant at 10% level); some level of work commitment and
work involvement; while they also tend to exhibit some work
alienating tendencies and also put embhasis on extrinsic work
values.

Tables 46 to 52 provide statistical support for the
assumed same pattern in work attitudes and behaviour by men and
women who had witnessed gender discrimination treatment; while
Tables 54 and 55 provide data supporting a relationship between
gender discriminatioﬁ and poor work attitudes (by both men and
women) .

Hypothesis 7 is thereby accepted. However, the extent to
which perceived génder discrimination affects individual’s work
attitudes and behaviour depénds on the level of consciousness
about the existence of such a factor; or the extent to which a
person sees gender discrimination as a social rather than its

being viewed as a cultural problem.

Hypothesis 8

"Men and women who possess traditional gender role
orientation tend to differ in work attitudes and behaviour
(that is, men with traditional gender‘role orientation
tend to show positive attitudes to work, while women with
traditional role orientation exhibit poor work

attitudes)".

Null Hyvpothesis
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"Men and womén who possess traditional gender role

orientation tend +to . have +the same pattern of work

attitudes and behaviour".

Hypothesis 8 assumes a basic difference between men and
women who possess traditional gender rgle orientation with
respect to attitudes towards industrial employment. This view
supports the traditional idea about sex roles, particularly
that which sees men as the "breadwinner" while women work only
to complement husband’s income, rather than for career
development.

Tables 46 to 52 show that the behavioral pattern of men
and women with traditional gender role orientation is the same,
in terms of work aspiration, work values, work'commitment, work
satisfaction and work alienation. In all, majority of men and
women with traditional gender role orientation exhibit
favourable work attitudes and behaviour.

Statis£ically, none of the relationships expressed in
Tables 46 to 52, controlling for gender role orientation, is
significant (with the exception of wprk involvement - Table
42), This means that there are no recorded variations between
men and women who have traditional gender role orientation with
respect to patterns of behaviour at work. However, for the
variable - work involvement - a significant difference exists
between men and women with traditional gender role orientation
value (X2 = 6.04, df = 2; while Pearson’s R = .279, sig. at p

= 0.05).
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However, the trend in work involvement for men and women
with modern gender role orientation shows similar pattern (X2
= 0.62, df = 2, not sig. at P = 0.05).

With a recorded similarity in work attitudes of both men
and women (particuiarly'with reference to work aspiration, work
values, work commitment, work satisfaction, and work
alienation; and partially work involvement), the null
hypothesis for hypothesis 8 is accepted while hypothesis 8 is
rejected. _ Both men and women irrespective of gender role
orientation tend to value work, and develop personal attachment
to their work. However, the data on work involvemenf tends
to point to the conflicting responsibilities facing women as
workers, wives, mothers and daughters. These are roles women
have learned to balance, such that none takes priority over the
other. Yet, this does not make women perform less at work, for
more than ever before the economic survival of the home depends
on both men and women.

The logistic regression model {Table 54 and 55) further
establishes direct 1link between gender role orientation
probabilities and work attitudes. Table 54 and 55 show that
gender role orientation probabilities are negatively related to
work aspiration, extrinsic work value, work satisfaction and
work involvement. This means that respondents with traditional
gender role orientation (irrespective of gender), are likely to
possess low work aspiration (statistically significant at 10%

level); and are not likely to be satisfied nor involved with
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their work; whereas they are positive in work commitment,
intrinsic work value, and work alienation. Respondents with
modern gender role orientation tend to have higher work
aspiration, and are more satisfied, involved, and committed to
modern industrial work, However, that most of these
relationships are not statistically significant means that
gender role orientation pattern itself is not a strong
determinant of work attitudes and behaviour of individual
workersf'

The findings on gender role orientation contradict those

185 who used gender role orientation as a critical

of Agassi
factor in explaining peculiarities in women'’s work behaviour.
For exampie, according to Agassi, women with traditional sex
role orientation derived first as much satisfaction from being
a housewife, as against employment outside the home. Our study
lends support to the assumption that work outside the home

(within the African context) is central to individual life, man

. Y
or woman; married or unmarrledoy

Hypothesis 9

"Men and women who possess traditional gender role
orientation will tend to view female bosses negatively".

Null hyvpothesis

"Men and women who possess traditional gender role

209 Aina, 0.I., Nigerian women in the labour force: past and
present, in Simi Afonja et al. (eds.), Women and Socisl Change in

Nigeria (forthcoming).
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orientation will ‘tend noﬁ to view female Dbosses

negatively".

To test hypothesis 9, the composite value of gender role
orientation- value 1is cross—tébulated‘with the composite wvalue
of perceivedv female bosses attributes, using gender as a
dependent variable (see Table 53).

Table 53 shows that for those who possess traditional
gender role orientation value (71.1% of the males and 45.5% of
the females), they perceive female bosses negatively, while
wi£hin the same category, others (28.9% of the males and 54.5%
of the females) perceive female bosses negatively. On the
other hand, for respondents with modern gender role orientafion
value, more men (52.3% men and 19.6% women) perceive female
bosses negatively while more women (46.9% men and 80.4% women)
perceive female bosses positively. The data presented here
implies that:

i. majority of respondents with traditional gender role

orientation perceive female bosses negatively.

ii. significantly, about half of +the women with
traditional gender role orientation perceive female
bosses positively.

iii, significantly, about half of +the men with modern
gender role orientation perceive- female bosses
negatively.

iv. majority of women with modern gender role

orientation perceive female bosses positively.
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Within the traditional gender orientation category, the
relationship between gender and perceived female bosses
attributes is not statistically significant (X2 = 1.47, df 1;
not significant at P = 0.05). On the contrary, the
relationship between modern gender role orientation and
perceived female bosses attributes is statistically significant
along gender lines (X2 = 27.2, df = 2, sig. at P = 0.01; and
Pearson’s R = .304, sig. at P = 0.01).

The data above, helps to reject the null-hypothesis, while.
the operational hypothesis 9 is confirmed.

The data on modern gender role orientation value. however,
shows that men are more particular about culturally accepted

sex role patterns. By implication, any programme which aims at

the welfare of women must start with men in order to reach a

desired goal. On the whole, it seems men are protective of the

status quo.

In conclusion, eight‘ out of the nine operational
hypotheses have been accepted (only hypothesis 8 is rejected).
By implicatioh, the basic assumptions I & iI are fully
accepted,; while assumption III is only partially accepted..

It has been shown that variations in work attitudes and
behaviour between men and women are not based on femaleness or
maleness, rather they depend on the treatment received from the
social environment of work. Thus, men and women who share the
same life situations and work experience will -likely embrace

modern industrial work in the same way.
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This 1is further supported by data presented in the
logistic regression model probability table (Table 59). The

data on this table shows the level of the probability of a

relationship between +the independent and +the dependent

variables, first by measuring the effect of each of the
independent variables on work attitudes probabilities; and
second, by pooling all the independént variables together and
measuring for their single effect on work attitudes
probabilities.

From the probability table (Table 59), the following are
the findings - |

1. It is notable to find that'mafital status (for both men
and women) has a very high probability of affecting almost
all the indices of wofk attitudes except for intrinsic
work value. This further confirms that the heavy emphasis
placed on monetary rewards in today’s work'organization is
a by-product of the Nigerian politidal economy, and
increased aggressiveness shown'by both men and women to
meet family survival needs.

2., Also, for familial status, a high probability is
established with all the indices of work attitudes.

3. Educational status is strongly related to work
satiéfaction, work alienation and work involvement; and so
is the income level.

4, Recorded promotion has high probability of affecting work

aspiration, commitment, work satisfaction, work alienation
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. and work involvement.

Probability of promotion predicts success perfectly with
work aspiration (that is, the effects is more of certainty
than mere probability); and it also has a high probability
of influencing all other indices of work attitudes, with
the exception of extrinsic variable.

Perceived gender. discrimination has a statistical
significance of influencing work commitment, work
alienation and work involvement.

Gendér role orientation has high probability of affecting
work commitment, work satisfaction, work alienation and
work involvement.

Occupational status has a high probability of influencing
work commitment, work satisfaction, work alienation and
work involvement,

However, when all the independent variables are pooled
together (linear combination), they have a high
probability of influencing all +the indices of work
attitudes except intrinsic work value and work alienaﬁion.
This could be explained by the less emphasis now placed on
intrinsic work values because of a general preoccupation
in the largér society with survival needs as a result of
growing inflationary trends and economic disloéations.
The fact that only few of our respondents are machine
tenders (that is, work group with the highest documented

rate of work alienation) also explains the relative less
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display of work alienation,

Table 60 presents work attitudes probabilities at three
different levels - personal; organisational; and systemic. The
table shows that work'aspiration probabilities depend more on
personal attributes (for both men and women) than the other two
categories (organizational and systemic variables). However,
all the elements in the GOS model have imnportant role to play
in determining workers commitment level. Extrinsic work wvalue
is more dependent on personal attributes and organizational
opportunity structure; and less on Systemic.category which
dictates gender stereotypes. Intrinsic work value is more
dependent on organizational opportunity structure, and the same
goes for work satisfaction probabilities. " The feeling of
alienation is highly dependent on organizational structure of
work and the ideological belief about sex roles. Also, whether
a worker is involved or not involved with his or her work
depends on personal attributes and the structure of work
itself, while systemic view of gender roles plays a_lesser
role. |

A closer look at Table 60 shows that at wvarious points,
there is an interplay of personal attributes, organizational
structure and systemic variables on the differént dimensions of
workers' attitudes., Thé organizational opportunity structure
however, presents a relativel& higher predictive level on work
attitudes probability levels, while the systemic category

presents the least.
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Our findings further support a multi-dimensional view of
work attitudes and behaviour in organizational analysis. It
also supports the thesis whichlholds that the behaviour of
individual worker in work organization is contingent upon a
complex interplay of social relations, including  Dbasic
+ 1deological values. '

There is no doubt that men and women are changing the
cultural view of gender roles. However, the change seems
slower for men compared to women. Rather than reject "work"
for "home" life, and vice versa, women continue to juxtapose

their roles as wives; mothers; and workers.
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TABLE 39

Percentage distribution of respondents by work aspiration and
by personal attributes

Work Aspiration

Personal )
Attributes High Depressed X Df CC

M F M F
Educational
Status
Low 70.5 75.5 27.5 24.2 1.09 3 .09
Medium 70.8 80.0 29.2 19.5 4.87 3 .27
High 89.1 85.2 8.7 14.8 9.78% 4 .34
Marital
Status
Single 71.1 74.7 29.0 23.83 3.21 3 .16
Married 81.2 85.2 17.6 14.7 1.41 4 .10
Divorced 50.0 33.5 50.0 66.5 4.44 3 .60
Widowed - 100.0 (100,0 - - *x 71
Separated 33.3 [100.0 66.7 - - ¥ .50
Familial
Status
-Married 80.5 84 .4 19.5 15.6 0.16 1 .05
with children
-Without
Children 50.0 33.3 50.0 66.7 - * K .16
—-Unmarried 79.7 76.1 30.3 23.9 0.30 1 .07
X2= Chi-square ¥% = Fisher’s Exact Test.
df = degrees of freedom
CC = Contingency Coefficient
* = Statistically significant at 5% level
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TABLE 40

Percentage distribution of respondents by intrinsic work value

and by personal attributes

Intrinsic Work Values

Personal X Df | CC
attributes Poor High

M F M F
Educational
level
Low 13.7 10.2 86.3 89.8 .11 1 {.05
Medium 4.2 22.2 87.5 77.8 6.29 3 (.30
High 17.4 - 82.6 100.0 3.64% |1 |.26
Marital
Status
Single 21.1 14.0 77.6 86.0 1.56 2 |.11
Married 8.2 11.5 91.8 88.5 .14 1 [.05
Divorced - - 100.0 100.0 *k - -
Widowed - - 100.0 100.0 * % - -
Separated 50.0 50.0 50.0 50.0 *x - -
Familial
status
-With Child. 8.0 12.5 92.0 87.5 .40 |1 .07
-Without :
Children . - 100.0 100.0 K - -
-Unmarried 21.3 13.0 78.7 87.0 .82 |1 10
* = Statistically Significant at 5% level,
¥% = Fisher’s Exact Test
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TABLE 41
Percentage distribution of respondents by extrinsic work value
and by personal attribute

Extrinsic work value*

*Personal 5
attributes Low High X Df CC

M F . M F
Educational
Status
Low 21.1; 20.0 77.0 77.6 .53 2 .06
Medium 12.5]1 16.7 79.2 83.0 3.20 2 .23
High 19.6 3.7 80.4 96.3 2.4 1 .22
Marital
Status
Single 30.3} 23.3 67.1 76.7 1.98 3 .13
Married 10.6| 11.5 89.4 88.5 .00 1 .01
Divorced 50.0f 16.7 50.0 83.3 * 3k - .32
Widowed 33.31 50.0 66.6 50.0 * % - -
Separated 66.7({100.0 33.3 - * % - 32
Familial
Status
-Married
with
children 9.2 12.5 90.8 87.5 .15 1 .05
~-Married
without :
children 50.0 - 50.0 100.0 * % - .48
-Unmarried |{31.1 21.17 68.9 78.3 .82 1 .10

None of the relationships is statistically significant
Fisher's Exact Test.

¥
»*
11
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TABLE

commitment and

by personal attributes

" Work Commitment*
Personal ) ¢
Attributes High Medium Low X Df [|CC

M F M F M F
Education
Status
Low 64.2] 44.0| 27.4| 38.8{ 8.4 16.3f 5.26] 2 {.19
Medium 58.0f( 80.6| 37.5| 11.1 2.8 6.30 3 (.31
High 93.5| 88.9 6.5 11.1 - 0.06f 1 .08
Marital
Status
Single 63.2 65.1| 28.0| 18.6| 6.6 11.6] 3.20f 3 |.16
Married 80.0 65.6| 17.6| 29.5{ 2.4 4.9] 3.90| 2 |.16
Divorced - 83.3(100.0 - 16.7{ 5.301 2 {.63
Widowed 100.0 {100.0 - - - LS - -
Separate 33.3 [100.0| 66.7 - - * oK - -
Familial
Status
-Married
with
child. 78.4 70.3| 18.2| 25.0( 3.4 4.7 1.301 2 .09
-Married
without
child. 75.0 - 25.0| 66.7 3.3 4.28| 2 .62
-Unmarried62.7 70.5 30.71 18.2| 6.7 1.4 2.64] 2 .15
¥ = None of the relationships is statistically significant
%% = Fisher’s Exact Test.
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TABLE 43

Percentage distribution of respondents by work satisfaction
level and by personal attributes

Work Satisfaction )
X" Df CC
Satisfied Dissatisfied

Personal
Attributes M F M F
Educational
status: :
Low 70.5 63.3 29.5 36.7 .49 1 07
Medium 83.3 58.3 12.5 41.7 6.90 2 .32
High 93.5 85.2 6.5 11.1 2.27 2 17
Marital
Status:
Single 68.4 58.1 | 31.6 41.9 .86 1 .10
Married 89.4 70.5 10.6 27.9 8.90% 2 .24
Divorced 50.0 83.3 50.0 16.7 - - -
‘Widowed - 100.0 [100.0 - - - -
Separated 33.3 100.0 66.6 - 1.3 2
Familial
Status:
-With
Children 87.4 74.6 12.6 25.4 3.2 1 .16
-Without
Children 75.0 - 25.0 100.0 - - .60
-Unmarried 67.1 60.9 32.9 39.1 .25 1 .61

* = Statistically Sig. at 5% level
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. TABLE 44
Percentage distribution of respondents by work alienation and
by personal attributes

WORK ALTENATION

Not alienated Alienated x* e cc
Personal
Attributes M F M F
Level of Educ.
Low 70.5 65.3 28.4 30.6 1.60 {2 (.10
Medium 75.0 75.0 20.8 25.0 1.61 [2 [.16
High 93.5 85.2 4.3 14.8 2.98 (2 |.20
Marital Status
Single 71.1 72.1 27.6 27.9 .57 2 .07
Married 83.5 75.4 15.3 23.0 1.47 (2 |.10
Divorced 100.0 83.3 - 16.7 - - |.21
Widowed 50.0 50,0 50.0 50.0 - - 1.00
Separated 66.7 - 33.3 |100.0 - - .50
Familial
Status _
With Children 83.7 77 .4 16.3 22.6 57 |1 08
Without " 100.0 33.3 ~ 66.7 - - .59
Unmarried 72.0 73.9 28.0 26.1 - 1 |.02

% = None of the relationships is statistically significant.
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TABLE 45
Percentage distribution of respondents by work invelvement and
by personal attributes

Work Involvement*
. High None x* Df cc
Personal
Attributes M F M F
EDUCATIONAL
LEVEL:
Low 61.1 [55.1 37.9 42.9 .62 2 .07
Medium 79.2 [72.2 16.7 27.8 2.35 2 .19
High 80.4 [96.3 17.4 3.7 3.67 2 .22
MARITAL
STATUS
Single 69.7 |76.7 28.9 23.3 1.08 2 .09
Married 72.9 |65.6 25.9 32.8 92 2 .08
Divorced 50.0 [00.0 50.0 - - - - .b5
Widowed - 50.0 |100.0 50.0 - - .50
Separated 33.3 - 33.3 100.0 1.33 2 .50
FAMILIAL
STATUS
With
Child 70.9 8.3 29.1 31.7 .03 1 .03
Without 100.0 6.7 - 33.3 - - .43
Children
Unmarried 69.3 6.1 30.7 23.9 .35 1 .07

¥ = None of the relationships is statistically significant
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TABLE 46

Percentage distribution of respondents by work aspiration and
by Structural Variables

Structural
Variables High Depressed )

Work Aspiration Work Aspiration X D | CC

M F M F

OCCUPATTIONAL
STATUS )
Managerial 90.6 73.3 9.4 26.7 10.3" {2:1.42
Professional [82.5 79.1 15.0 20.9 1.7 |2].14
Technical/
Skilled 79.6 88,9 20.4 11.0 0.8 (2].10
Clerical 50.0 89.5 50.0 10.5 9.1%[2}.40
Unskilled 41.7 66.7 58.3 33.4 1.9 |21.24
INCOME
Low 63.0 76.9 27.0 13.1 5.9 [3].18
Medium 87.5 91.9 12.6 8.5 1.7 131.15
High 88.9 66.7 7.4 33.0 10.8%[3].50
RECORDED
PROMOTION
Low . 88.5 82.6 11.5 17.4 0.5 [2].10
Medium 85.4 88.4 14.6 11.7 3.5 (3(.19
High 80.0 66.7 15.0 33.3 7.3 [4].49
PROBABILITY
OF PROMOTION
High 100.0 [100.0 - - - - -
Low 59,1 81.3 40.9 18.9 5.0 [3({.34
PERCEIVED
GENDER_DISC-
MINATION
None 69.9 75.0 30.1 25.0 5.9 [3].20
High 85.2 83.6 14.8 16.5 1.9 [3].12
GENDER ROLE
ORIENTATION
Traditional
GRO 57.9" 54.5 39.5 45.5 5.3 .31
Modern GRO 78.9 82.4 21.1 17.7 4.1 .13

¥ = Statistically Significant at P = 0.01 (1%)
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¥*% = Statistically " " P = 0.05 (5%)
TABLE 47

Percentage distribution of respondents by extrinsic work wvalue
and by structural variables

*Structural Extrinsic Work Value*

Variables

(Organisational )
and system) Low High x* | Df | CC

Mo F ‘

QCCUPATIONAL

STATUS:

Managerial 12.5 - 84.4 100.0| 2.62( 2 .23

Professional 17.5 9.3 80.0 80.7 2.40] 2 17
Technical/

Skilled 29.6 [16.7 70.4 83.3] 1.60| 2 .15
Clerical 13.3 [26.3 86.7 73.71 0.591 1 .16
Unskilled 16.7 |33.3 83.3 66.7| 0.351 1 .18
INCOME

Low 26.1 [21.8 72.8 78.2| 1.33| 2 .09
Medium 8.3 4.3 87.5 95.7] 1.42| 3 .14

High 14.8 - 85.2 100.0] 0.70] 1 .22
RECORDED PROMO

Low 19.2 (13.0 76.9 87.01 1.32( 2 .16
Medium 14.6 [11.6 83.3 88.4| 1,10 2 11

High 10.0 - 85.0 100.0| 0.52| 2 .15
PROBABILITY OF

PROMOTION

High 12.6 [13.6 85.0 86.4| 0.88] 3 .08
Low 18.2 [18.8 81.8 81.3} 0.00[ 1 .01
PERCEIVED GENDER

DISCRIMINATION :

None 12.6 [13.6 85.4 86.4] 0.88{ 3 .88

High 29.5 |16.4 68.9 83.61 4.42| 2

GENDER _ROLE

ORIENTATION

Traditional 18.4 (18.2 78.9 81.8| 0.30| 2 .08
Modern 19.5 (15.7 78.9 84.3( 2.27| 2 .10

* None of the relationships is statistically significant
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TABLE 48

Percentage distribution of respondents by intrinsic work value
and by structural variables

*Structural Intrinsic Work Value*

Variables

(Organisational ;
and systemic) Poor High X2 Df CC

M F M F

OCCUPATIONAL

STATUS:

Managerial 12.5 - 85.5 100.0] 0.76] 1 .20

Professional 12.5 7.0 85.0 93.0] 1.88 2 .15

Technical/

Skilled 18.5 (16.7 79.6 83.3| 0.38( 2 .07

Clerical 6.7 (21.1 93.3 78.9] 1.19] 1 .21

Unskilled 16.7 |22.2 83.3 77.8] 0.0 1 07

INCOME

Low 16.3 |16.7 82.6 83.3| 0.85]| 2 .07

Medium 8.3 (14.0 91.7 95.7} 0.61] 2 .09

High 14.8 - 85.2 100.0f 0.70( 1 .22

RECORDED PROMO

Low 3.8 {13.0 92.3 87.01 2.18) 2 .21

Medium 8.3 (14.0 91.7 86.0| 0.27] 1 .09

High 20.0 - 75.0 100.0{ 0.96| 2 20

PROBABILITY OF

PROMOTION

High 7.7 - 90.8 100.0{ 2.96] 2 .17

Low 9.1 {18.8 90.9 81.3| 0,15} 1 .14

PERCEIVED GENDER

DISCRIMINATION

None 5.8 6.8 93.2 93.2| 0.48( 2 .06

High 26.2 |14.9 72.1 85,1 3.78] 2 .17

GENDER ROLE

ORIENTATION

Traditional 13.2 (18.2 86.8 81.8] 0.0 1 .06

Modern 13.3 {11.8 85.2 88.2{ 1.76| 3 .09

* None of the relationships is statistically significant
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TABLE 49

Percentage distribution of respondents by Work Commitment and
by Structural Variables

Structural Work Commitment

Variables i
High Medium Low X2 |Df CC
M F M ¥ M ¥

OCCUPATION

STATUS

Managerial 93.8|. 86.7| 6.3{13.3 - - 0.06{ 1| .12

Professional|77.5| 74.4(120.0(20.9 - 2.3 (0.97] 3 .11

Technical/

Skilled 66.7( 77.8[24.1122.2 9.3 - 1.93] 21 .16

Clerical 46.7| 52.6(46.7|36.8 6.7(10.5 [0.56] 21 .11

Unskilled 66.7{ 38.9|25.0122.2 8.3133.3 |[3.70} 3] .33

INCOME

Low 57.6| 60.3[32.6(25.6 8.7111.5 [1.61} 3f .10

Medium 81.3| 73.9(18.9(26.1 - - 0.16¢{ 1[ .08

High 96.3{100.0| 3.9 - - - 0.00} 1] .11

RECORD

PROMOTION: \

Low 69.2{ 60.9126.9{26.1 - 8.7 [2.40 3| .22

Medium 77.11 76.7]22.9|20.9 - 2.3 |1.16] 2¢ .11

High 85.0}(100.0115.0| - - - 0.00] 1 .15

PERCEIVED

GENDER DIS-

CRIMINATION

None 71.8( 72.7(26.2115.9 1.0} 9.1 {7.80[ 3 .22

High 68.9| 64.2119.7(128.4 |11.5] 6.0 [3.14[ 3 .15

PROBABILITY

OF PROMOTION

High 89.2| 66.7| 9.2126.7 - - |7.22] 2

Low 27.3| 62.5[63.6] 9.1 [31.3 6.3]/4.80} 2 33

GENDER ROLE

ORIENTATION ‘

Traditional {63.2| 36.4(23.7{36.4 [13.2} 27.3{2.62| 2 .23

Modern 73.4| 70.6123.4{21.6 2.3 5.912.57| 3 11

* None of the relationship is statistically significant.
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TABLE 50

satisfaction and

by structural variables

Structural Work Satisfaction
Variables

Satisfied Dissatisfied| X pf | ccf

M .F M I
QOCCUPATIONAL
STATUS :
Managerial 96.9 |80.0 3.4 13.31 4.12{ 2 .28
Professional 87.5 [69.8 12.5 30.21 2.86] 1 .28
Technical/ :
Skilled 66.7 |72.2 31.5 27.8] 0.46 2 .08
Clerical 76.7 |68.4 23.3 31.6) 0.09}) 1 .09
Unskilled 41.7 [38.9 58.3 61.1| 0.00| 1 .28
INCOME
Low 68.5 |57.7 31.5 42.3| 1.68( 1 .11
Medium 87.0 |78.3 10.4 17.4f 3.30| 3 .21
High 88.9 |100.0 10.1 - 0.30( 1 .19
RECORDED PROMO
Low 84.6 |56.5 15.4 43.51 4.40| 1 .30
Medium 79.2 |76.7 20.8 20.91 1.13| 2 .11
High 90.0 [66.7 5.0 33.3{ 2.72{( 2 .33
PROBABILITY OF
PROMOTION
High 92.3 [83.3 7.7 16.7f 0.93( 1 .13
Low 50.0 {56.3 50.0 43.8( 0.03! 1 .06
PERCEIVED GENDER
DISCRIMINATION
None 84.5 {77.3 15.5 22.71 0.68{ 1 .09
High 65.6 {61.2 32.0 37.31 2.29} 3 13
GENDER ROLE
ORIENTATION
Traditional 68.4 [{63.6 31.6 36.4 0.00! 1 .04
Modern 80.5 {66.7 18.8 32.417.74%{ 3 .18
* Statistically significant at 5% level.
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TABLE 51

Percentage distribution of respondents by work alienation and
by structural variables

Structural Work Alienation
Variables

Not alienated Alienated X2 Df CcC

M F M F

OCCUPATIONAL
STATUS:
Managerial 84.4 [100.0 12.5 - 2.621 2 .23
Professional 85.0 79.1 15.0 20.91 0.17] 1 .08
Technical/
Skilled 59.3 55.6 38.9 38.91 0.70] 2 .10
Clerical 60.0 73.7 40.0 26.3] 0.45| 1 .14
Unskilled 50.0 38.9 41.7 61.1( 2.22{( 2 .26
INCOME LEVEL
Low 64.1 [64.1 34.8 34.6] 0.01} 2 .01
Medium 70.8 |78.3 27.1 21.71 0.77| 2 .10
High 85.2 [100.0 11.1 - 1.98] 2 .22
RECORDED PROMO
Low 65.4 |[65.2 34.6 34.81 0.0 1 .00
Medium 79.2 |74.4 20.8 23.31 1.24] 2 .12
High 60.0 |100.0 30.0 - 1.84} 2 27
PROBABILITY OF
PROMOTION
High 81.5 |86.7 16.9 13.31 0.89{ 2 .09
Low 54,5 |62.5 40.9 37.51 0.86} 2 .15
PERCEIVED GENDER
DISCRIMINATION
None 5.7 {75.0 23.3 22.71 0.02| 2 .01
High 59.0 |70.1 39.3 29.91 2.55] 2 .14
GENDER ROLE
ORIENTATION
Traditional 65.8 {(27.3 31.6 72.716.04%}F 2 .33
Modern 71.1 {75.5 27.3 23.5[(0.62 2 .05

* Statistically Significant at P = 0.05
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_ TABLE 52
Percentage distribution of respondents by work involvement and
by structural variables

Structural Work Involvement
Variables :

High None xt [ pr | cc

M F M F

OCCUPATIONAL
STATUS:
Managerial 84.4 [(100.0 12.5 - 2.621 2 .23
Professional 85.0 79.1 15.0 20.91 0.17] 1 .08
Technical/
Skilled 59.3 55.6 38.9 38.9! 0.70{( 2 .10
Clerical 60.0 73.7 40.0 26.31 0.45] 1 .14
Unskilled 50.0 38.9 41.7 61.1} 2.22] 2 .28
INCOME LEVEL
Low 64.1 [64.1 34.8 34.6f 0.01] 2 .01
Medium 70.8 |78.3 27.1 21.71 0.77 2 .10
High 85.2 {100.0 11.1 - 1.98] 2 .22
RECORDED PROMO
Low 65.4 |65.2 34.6 34.81 0.0 1 .00
Medium 79.2 |74.4 20.8 23.31 1.24] 2 .12
High 60.0 {(100.0 30.0 - 1.84( 2 27
PROBABILITY OF
PROMOTION
High 81.5 [86.7 16.9 13.30 0.69{ 2 .09
Low 54.5 |62.5 40.9 37.51 0.86] 2 .15
PERCEIVED GENDER
DISCRIMINATION .
None 75.7 |75.0 23.3 22.71 0.02] 2 .01
High 59.0 {70.1 39.3 29.9{ 2.551 2 .14
GENDER ROLE
ORIENTATION
Traditional 65.8 27.3 31.6 72.7{6.04%{ 2 .33
Modern 71,1 [75.5 27.3 23.5(0.62 2 .05

¥ Statistically Significant at P = 0.05
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TABLE 53

Percentage distribution of respondents by perceived female
bosses attributes and by psycho-structural varijables

Psycho- | Perceived female Bosses
structural Attributes

Variables

Negative Positive X2 Df CcC

M F M F

EDUCATIONAL
LEVEL:
Low 62.1 32.7 36.8 67.3 [12.27x 2 .20
Medium 70.8 19.4 29.2 80.6 [13.80% 1 .50
High 39.1 7.4 60.9 92.86 7.09{ 1 .32
OCCUPATIONAL
STATUS:
Managerial 46.9 13.3 53.1 86.7 3.63} 1 .31
Professionals 47.5 23.3 50.0 76.17 6.88| 2 .30
Technical/
Skilled 66.7 11.1 33.3 88.9 [14.56] 1 .40
Clerical - 56.7 21.1 43.3 78.9 4.66] 1 .33
Unskilled 58.3 38.9 41.7 61.1 451 1 .19
INCOME LEVEL
Low 60.9 |25.6 39.1 74.4[119.79% 1 .33
Medium 47.9 113.0 50.0 87.0 9.07x 2 .34
High 556.6 [16.7 44 .4 83.3| 3.85% 1 .34
MARITAL
STATUS:
Single 55.3 [27.9 44,17 72.1] 7.22% 1 .26
Married 52.9 (14.8 45.9 85.2[23.556% 1 .37
Divorced 100.0 |50.0 - 50.0 - - .41
Widowed 100.0 - - 100.0 - - 71
Separated 100.0 }100.0 - - - - -
GENDER ROLE
ORIENTATION
Traditional 71.1 [45.5 28.9 54.5(1.47%] 1 .23
Modern 52.3 |19.6  [46.9 80.41 27 2 .33

¥ Statistically Significant at P = 0.05
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TABLE 54

Logistic Regression Model on Work Aspiration:; work commitment

and work values

Selected Work Work Extrinsic Intrinsic
Covariates Aspiration |[Commitment Value Value
Logitcoeff.|LogitCoeff. |LogitCoeff.| LogitCoef
1. Marital
Status 1.9554%% .5086 1.4270 17.5947
2. Familial
Status 1.4078 1.1183 .0954 16.7231
3. Educa-
tion leve| -.1064 -.8852 1.2698 -,1311
4, Income
Level -.2764 -1.4304%x% 1.0779% ,0893
5. Recorded
Promotion| 1.6820%% .3365 .2901 -1.7167%*%
6. Probabi
lity of
Promotion KAk K .6265%x%|-1,8810% -.8459
7. Gender
Discrimi
nation -1.3338%% .5305 .0844 -1.7839%
8. Gender
Role
Orienta
tion -1.4171%%x .4245 -.7063 .5859
9. QOccupa-
tional
status -.2510 .B241%%xxk| ,0751 -.2532

* Significant at 1% level
% Significant at 5% level

¥%% Significant at 10% level
*%%% Predicts success perfectly
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TABLE 55

Satisfaction,

Alienation

and Work involvement

Selected Work Work Work
Covariates Satisfaction Alienation Involvement
Logit Coeff. Logit Coeff. Logit Coeff.

1. Marital

Status -.5973 -17.2116% .0991
2. Familial

Status .3434 -17.3278 .1163
3. Educational

Level -.7097 .3015 .7937
4., Income Level| -.8760 -2 .1357 -1.9750%x%
5. Recorded

Promotion -.6961 - .3818 1.1690%%x%
6. Probability

of Promotion| 1.5966% - .3686 .5206
7. Gender

discrimina

tion B3 74 %%k .4244 .5954

8. Gender Role

Orientation -.1967 .2036 -.6409
9. Occupational

Status -.0433 - .00139 .0847
* Significant at 1% level
*% Significant at 5% level
¥%% Significant at 10% level
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TABLE 59

Logistic regression model probability table on gender-
organization-systemic effects on work attitudes

GOS WORK -WORK" EXT. INTR. WORK WORK WORK
VARIABLE ASP, COM. VALU VALUE SATIS ALIEN INVOL
Marital .83% VACES . 78% .38 .85% . 98% NN ES
Status
Familial LT3% L 87% . B60% . 86% L93% . 98% RLYES
Status
Educ. .38 .48 .01 .04 .83% . 99% LT2%,
Level :
Income .38 .35 .01 .30 . 81% . 99% . 89%
Recorded . 78% L T6% .01 .16 .83x% . 99% VR ES
Promo. {
Proba. of kk L .01 . 98% . 98% . 99% B67%
Prom.
Gender .15 RAES 01 .14 .30 . 99% .68
Discri. .
GRO 14 . 60% .02 .07 . 90% . 99% . 38
Occup. .46 .81% .01 .13 L 91% . 99% .56%
Status
All Indep. . 81%x% . 86%x% . 99%% .06 . 85%% .01 L T2%%
LY@riable
* = Cases where each independent variable has a high

probability of affecting a specific dependent variable.
*% = Cases where when a linear combination of all independent
variables are made, show a high probability of affecting the

specific dependent variable.

¥%% = Predicts success perfectly (i.e. effect is certain).
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TABLE 60

regression model of work

attitudes

and

gender-organisation-system matrix

WORK ATTITUDES Personal Organisation Systemic
Attributes Variables Variables
Work Aspiration 0.95 0.41 r0.12
Work Commitment 0.81 0.82 0.60
Extrinsic Value 0.99 0.88 0.15
Intrinsic Value 0.16 0.97 0.67
Work 0.16 0.09 0.07
Satisfaction
Work Alienation 0.19 1.00% 0.99
Work Involvement | 0.76 0.63 0.38
* = Predicts success perfectly.
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CHAPTER EIGHT

SUMMARY, CONCLUSIONS, AND IMPLICATIONS OF STUDY

8.1 Summary and conclusions

Although the study of sexual division of labour in the
society is as old as the field of Sociology itself, not until
recently was attention directed at gender factors within work
orggnizations. Organizational studies have not only -beeﬁ
gender blind, but also sexist. This ié because for a long time
organization studies ignored women, obscured gender differences
and treated organizational behaviour as typifying men and women
alike, while at other times they have treated women as
peripheral to-prganizational life. Males and females are now
moving into fields previously segregated by sex, thereby
suggesting a convergence toward similar work interests and
concerns. However, because sexist ideas peryade the labour
market, women are still generally denied access to needed
skills and Jjob prospects despite the present socio-economic
conditions which make paid employment rather compulsory than
voluntary for the individual.

Although many studies have documented the marginalization
of women’s economic status/roles with the emergence of
industrial capitalism, only recently are national governments
(following the United Nations Decade for Women - 1975 - 1985)

globally responding to the need of more than 50% of the world
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population (women). Feminists, the world over, are currently
pre-occupied with solving some of the puzzles that have long
subordinated women to men. Not only are feminists developing
new methodologies of doing research, they are also re-changing
thought and unveiling new social realities about the world we
live in. Because ’work’ is so central to the individual social
1ife,.the field of ’'Women and Work’ has attracted a great
attention from social researchers, for access to economic
autonomy 1s seen as the first step in the process of gaining
social status by women.

For a long time, many studies which have focused on the
economic status of the Nigerian women have predominantly
focused on women in the agricultural sector, while others have
made sweeping generalizations about wémen within the modern
formal labour market. With increased access of Nigerian women
to western education and subsequently, with increased entrance
of these women into modern paid employment, there is a greater
demand for research studies into the daily experiences of women
within work organizations; in order to establish the extent to
which women are able to cope and/or are accepted as fuil
partakérs of organizational life. 'The principal -objective of
this study therefore is to document women’s experience within
work organization and the extent to which such experience
differs ffom_thése of men. A detailed background analysis to
the study of gender, relevant to this study, is thereby

presented in chapter one.
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To meet the objectives of this study (as listed in chapter
one), three majbr assumptions are made, which later generate
nine operational hypotheses. These assumptions are made giving
congideration to the existing studies on gender differences in
work organizations and culturali factors in the Nigerian
context. Male-female differences in basic job attitudes have
been analyzed using either structural (job - model) or the
gender-socialization {gender - model) approaches. Proponents
of the structural approach argue that work interests are
primarily a function of perceived opportunity, and as
opportunities equalize, gender work-interest differences should
aisappear. However, the authors who used the gender-centred
perspective argue that men and women are socialised into
different interpersonal styles and adult gender roles,.
Therefore, men and women in the same occupation are expected to
exhibit different concerns and interests and pursue their
careers in divergent ways.

The above dichotomous views about men and women in work
organizations have been criticized for lack'of precision and
accuracy. It is criticized that the study of work
organizations have proceeded along sex-differentiated lines
because of sex segregation in the labour market. For a long
time, economists justified sex-segregation in the labour market
by focusing on real or imagined deficiencies of women, using
competitive models of labour markets; and theories of labour

market segmentation. Some writers have therefore argued for an
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integrated model which takes into account the interaction
between job and gender factors.

However, the modest contribution of the present study is
the argument for a new paradigm.which extends beyond integrated
model; that is, a model which incorporates macro-level analysis
with the integrated model of Feldberg and Glenn. This 1is
because the integrated model ignored cﬁltural and ideological
issues. ' The new approach now referred to as gender-
organization-system (GOS) approach suggests that women’s
behaviour and limited corporate progression in organizations
can be due to their gender, the organizational context and/or
the larger social and institutional system in which they
function.

Behaviour in organizations is therefore seen as a
continuous feedback betweeh personal characteristics (for
example, gender), éituations (for example, the organizational
contextj and the social-institutional system in which these
interactions occur {(for example, ideological factors). The
nine hypotheses drawn for this study are therefﬁre informed by
considerations for indi?idual characteristics (for example,
gender, educational level, marital and familial status);
organizational context (for example, system of reward and
opportunity); and socio-cultural variables (for example, gender
orientation Qalues). The extent to which +these three
categories create differences in wérk attitudes and behaviour

of men and women in formal organizations is sought.
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Chapter two documents the existing literature, focusing on
perspectives on "Women and Work"; "Women and the Labour
Market", and "Women’s adaptive attitudes and behaviour to
occupational conditions.

'Chapter three presents the theoretical and conceptual
framework of the study. The dialectical relationship between
the social structure and psychological realiﬁy focused upon in
this study is presented using the social action perspective as
éxplicated in the Weberian t?adition. However, the study
integrates the Weberiaﬁ tradition with Durkheimian collective
consciousness, sustained in the Qritings of Peter Berger. This
is to show that the subjective reality of individual
consciousness is socially constructed, and that there is an
ongoing dialectical relationship between psychological reality
and the social structure. Though the individual responds to
the changes within the macro-structural environment, the
in@ividual is still left with freedom to decide between and
ambng alternative choices. Our respondents are therefore
presented as conscious actors rather than as victims or pawné.

The need-theory model of work motivation and behaviour
complements the broader social action perspective. This 1is
bééause people differ in their choice of needs, and accordingly
tﬁeir behaviour also differs. Even though need-satisfaction
mgdels attribute freedom to an individual, on the other hand,
they also deny a person freedom to behave, as needs serve as

inevitable determinants of action. Thus, needs not only

!
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‘provide explanations for behaviours, but also help to stabilize
individual action and provide continuity.

Important to this debate is the implication of western

theories for explaining African gender relations and the impact

|
/

of development on African women’s status positions. Tracing
fthe applicability or non-applicability of the various theories
(modernization theory; marxian tradition and'feminism).within
!the African context, the central argument here is that to
/develop new methodologies and new theories which could best

5describe sporadic changes taking place within African
;continent, studies need take into cognisance local concepts and

idefinitions. The first major step will be +to start to

A}understand African people using their own perception of their

situations.

The research methodology is presented in chapter four.

Data for +this study were collected from 5 manufacturing

industries located in Lagos. The methods of data collection

include interview survey and indepth interview of selected case
studies. Direct observations of production workers were made,
! while some policy records were reviewed. Two hundred and
elighty-one respondents were included in the interview survey
while thirty-six cases from specified categories were selected
f for the indepth interviews. For the interview survey,
respondents were chosen wusing the stratified sampling

technique; using sex and type of job as stratification

variables. A simple random sampling technique was used to
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select respondents from each cell.

Four different interview guides were constructed to
collect information wusing the case study approach (see
Appgndices B-E). Data were collected personally by the
researcher, assisted by three field workers.

Chapter five provides detailed profiles of the five
companies surveyed. From the general review of conditions of
employment existing in the 5 companies surveyed; and the
Nigerian Federal Governmént circular on female employment; in
principle, there are no differences between men and women who
occupy the same Jjob positions, in terms of salaries and
fringes, except for such items as taxes and housing allowance.
For example, because married men are granfed children and
spouse allowapce, they pay less tax than married women of
equivalent status. Also, in cases where both husband and wife
work for the same employer, one of them (usually the man) ié
the only person entitled to housing allowance. The women can
only cléim a housing allowance if she could prove that she
leaves separate from her husband, and that the husband is not
in public service.

It is also significant that the government grants both
legally married women, and unmarried female workers 12 weeks
maternity leave except that for the latter, such 1leave is
without pay; while for both group of Qomen,maternity leave is
annual leave consuming. Also, by law, no employer grants pre-

natal and post-natal medical treatment to women, while cost of
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treatment for sexually transmitted diseases are borne by the
workers themselves.

Evidences abound in the respective companies employees
handbooks showing a general neglect of issues connected with
. biological reproduction in work ., organizations thereby
supporting the view that women, because of their reproductive
roles, are seen more often as problems in work organizations.
~Using the case studies approach, the empirical evidences
suppofting this are presented in chapter five.

It is ‘also significant to note that daily paid workers (of
whom women are in the majority) are not entitled to medicare
provided by the respective employers (except for emergency
treatment or first aid treatment). This is evident in the
respeqtive - companies handbooks, and later cénfirmed by
respondents when interviewed.

The analyses of data collected using the interview survey,
are presented in chapters 6 and 7. Chapter six presents data
on socio demographic characteristics; the general conditions of
work; and workers’ perception of work and family roles. Data
on socio-demographic characteristics of respondents shows that
male samplé is about 60% of the tbtal sample while female
respondents represent 40%. In reality, the gender population
gép is much wider.

The data on age indicates no significant difference
between the sexes. TFor the female sample, the age mean is 29

years {(a critical age for raising and nursing a family). By
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extension, this shows that Nigerian women would readily combine
work and childbeéring, as against being full-housewives,

The majority are married, few of them are either
divorced/widowed or separated; while less than half of the
total population are still single. Significantly, 54% of the
women in the sample are married, indicating that majority of

the women in the sample tend to have ’double-day’' - that 1is,

y H

combining work and family roles of 'mothers’ and ’wives’. With
up to 8% of the female sample being in the category of the
separated/divorced/widowed, it points to a new trend in family
structure, that is the emergence of female-headed households.
It 1is also significant that some of the single female
professionals tend to look at marriage with less enthusiasm,
For them, what is important is to have one or two children, not
necessarily out of love for a man but as a personal security
measure for needed emotional support which children could give
them at old age.

The dafa on children shows no significant differences
between men and women, except that respondents with more than
4 children tend to come from the low occupational status (that
is, clerical and the unskilled workers), and among the men with
mqre'than one wife. Although majority (91%) of the male sample
have an average of one wife, men will easily take on another
wife in cases of divorce/separation or death of spouse, while

women might be more reluctant to do this. The relative high

skill and economic autonomy of women in female headed families
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included in the survey, make it easy for these women to shun
remarriage.

The data on current educational level shows that more men
improved on the educational qualification possessed at the
point of entry, while very few women do. Since education is a
major criterion in recruiting and promoting workers in modern
sector employment, the general slow pace of job opportunity
women enjoy could be explained by this (that is, failure to
acquire necessary human capital). However, the study finds
that the opportunity to improve one’s educational qualification
on the job depends on a matrix of wvariables including

' policies and other factors (particularly domestic)

employers
making demands on worker’s limited available time.
Significantly, men tend to devote more time on human
capital, although the extent to which women could be blamed for
devoting 1less time on developing their human capital 1is
debatable. For example, women have to work extra hard to be
noticed for hard work (as exemplified in the case studies).
When thé respondents are slotted into the sex-typical and
sex—-atypical pigeon holes; 9 out every 10 men are in sex-
typical jobs (management, technical and professional jobs):
while only 9.5% are in sex-atypical jobs (for example,
secretarial jobs, nursing, and catering). For women, 62.8% are
in sex—typical jobs while 37.2% are in non-traditional jobs

(that is, technical Jjobs), showing that women are gradually

moving into male traditional occupations.
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Most of the women in the managerial category are married,
although few are separated/divorced and/or single. Although
the society still places a great emphasis on marriage, some
incompatibility between work and family roles likely
contributes to our having 33% of female managers in the
divorced category. In the caﬁegory of the professionals, women
are not only relatively younger in age than those in managerial
level, but are mostly single.

Educational level and occupational status also determine
income level. Very few women occupy management positions, thus
three quarter of managers earning above N15,000 per annum are
men.

The data on spouses shows ﬁhat over 85% of the spouses are
in paid employment too, meaning that both men and women are
turning to paid employment to meet survival needs.

Respondents work histories show that more men tend to
leave jobs either to further their education, or because of the
nature of the job (lack of job security/satisfaction/lack of

challenge and growth); while women leave their Jjobs mainly

because of husbands’ transfer or victimization at work.
However, both men and women face involuntary
retirement/termination; lack of job security; and poor

conditions of service (that is, both men and women suffer from
the by-products of global and local economic crises).
It is found that men have a longer history of employment

within the industrial labour market, as the average years men
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have spent in paid employment is higher than those of women.
For example, all those who Have spent 16 years aﬁd above with
their employvers are men; while unlike men, no woman in the
sample has spent up to 26 years in paid employment. Notably,
majority of those who are/have been in supervisory positions
{or positions commanding authority) are mostly men.

Since majority of women are in the low level jobs, they
tend to earn less in terms of total spending on the labour
force. However, some obvious differences exist between women
and men in terms of fringes, and promotion'opportunities. For
example, while a male senior staff, his spouse and children are
all entitled to medical services provided by the employer; fqr
a female counterpart, her spouse is excluded. Also, women are
not entitled to paid annual leave when same falls within the
same year with maternity leave.

Looking at recruitment pattern, men seem to be more
favoured, as the few women embloyéd got their Jjobs through
personal contacts; meaning that the most qualified women are
not necessarily employed, a phenomenon which has further
stained the image of women in formal organizations.

Although both men and women tend to have the same access
to training; the access of men to pfomotion opportunities tend
to be more rapid. The better access of men to promotion
prospects tend to explain salary disparity between men and
women with the same point of entry.

In order to measure gender discrimination in the
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workplace, respondents were asked to assess both objective and
subjective conditions of work, comparing themselves to both
opposite/same gender in comparable Jjob levels. When
comparisons are made across gender groups, composite value
description of both objective and subiective conditions of work
respectively, show a strong association between ’sex’ and
perception of both objective and subjective conditions of work
respectively. This shows that ’sex’ is an importantvvariable
determining access to equitable salar&, training, promotion,
taxation system and encouragement received from other workers
for improved well-being.

It is important to note that while majority of the
respondents would develop informal relationship at work with
little or no consideration for gender, a greater ratio of
workers who prefer informal relationship with the opposite sex
are women, while only few are men. This means that while men
are more likely to make friends within their own male group,
women often seek friendship outside their own gender group. It
is found that strained relationships more often than not,
develop in female groups than within male groups. The
implications of this are many -

a. . it could mean that women always look forward to men

for emotional support because of their own
socialization and orientation of dependency;

b, it could also mean that women as a group become

internally competitive as they compete for the
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favour and attention of the superiors at work who
are usually men;

c. it could also mean thét because of the comparatively
small numbers of women to men in work organizations,
women are forced to have confidants across their own
gender group; or othepwise, a divide-and-rule
mechanism becomes easy for men who want to always
control women.

Promotion prospect 1is found to vary between people
occupying different occupational status irrespective of gender,
while promotion varies across gender groups within the same job
status. However, because women are mostly found in low status
jobs, they are less likely to report lack of promotion
prospects, since such jobs normally attract less promotiqn, and
workers in such positions become less enthusiastic about
promotions.

Our findings support sex segregation of occupations, even
though both men and women positively desire items related to
increased responsibility and managerial tasks. Supporting the
existence of gender segregation of jobs, our data show that
women.are‘not often likely to be in managerial positions, while
neither are the men likely to have opposite sex boss. At the
management level, women perceive they are more likely to have
opposite gender co-workers, opposite sei boss; having
difficulty of acéeptance and less likely to have co-workers of

the same sex.
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To measure workers'® work attitudes and behaviour, the
following items are measured - work aspiration; work

commitment; work orientation/value; work satisfaction; work

alienation; involvement; work motivation and gender role
orientation. To establish any gender differences in patterns
of behaviour, sex is statistically controlled for; while

relationships and associations between each of the attitudinal
variables and individual characteristics on one hand; and
structural variables on the other, are statistically determined
using contingency coefficient wvalues, Chi-square values,
Pearson’s R; and the logistic regression model.

Eight of the nine operational hypotheses are accepted
while one (hypothesis 8) is rejected; Generally, responses to
attitudinal variables show that independently of sex, men and
women tend to react to the same job situation in the same way.
For example, our data shows no significant difference between
the sexes in terms of work aspiration, although more men than
women are often more likely to have fulfilled aspiration. Work
aspiration variable when cross-tabulated with scch variables as
educational status, marital status, familial status,
occupational status; income level; gender discrimination,
gender role orientation; the results show that workers (men and
women) with limited opportunities for job advancement tend to
eihibit low work aspiration. This is statistically confirmed
by the logistic regression model.

Also, the assumption that men and women who work under
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conditions of 1low opportunity tend to possess - poor work
coﬁmitment is supported. Both personal characteristicsvand
structural variables affect worker’s level of work commitment.
Individual’s need-level also serves as intervening variable in
determining the level of work commitment. For example, the
high emphasis placed on extrinsic factors like pay and fringes
is a direct by-product of current economic crises in the larger
social context, which subsequently forces workers to give a
higher consideration to meeting lower level needs,. Also,
unlike in the West where females are entering traditionally
male-dominated Jjobs .és a result of different affirmative
actions (that is, agreement forcing an employer to set goals
for the hiring of a particular minority or gender group in
order to make up for past deficiencies in the hiring of that
group),ini Nigeria, such affirmative actions are not in
existence. The present socio-economic conditions have helped
people to make alternative choices, and in determining
job/occupation preferences. For example, because of the high
value placed on extrinsic factors of jobs, both men and women
prefer jobs with better pay, fringe benefits, security,
training, and promotional opportunities. Since these are
characteristic features of most traditional male-dominated
jobs, it is not surprising that females»are changing their job
orientation, and are seeking ground in traditional male-
dominated Jjobs.

Notably, when there is conflict between domestic roles and
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work roles (for example, paid employment), it is the women that
adjust their time to suit family needs. For example, more
women than men; and more married women than single women would
not like to take on extra work responsibilities which involve
over—-time work during the evenings and the weekends (especially
if such work is not mandatory). This gives support to the idea
that very little change has been effected at the household
level concerning sharing of foles and responsibilities,
particularly those involving physical energy.

Also, no significant association exists between sex and
work orientation wvalues. Majority of the workers place
emphasis on intrinsic values, although a greater percentage of
those with poor intrinsic work wvalue afe still found among the
operatives, clerical and the unskilled. No doubt the nature of
the work still determines the extent to which inﬁrinsic factors
become important to the average workers.

However, it seems the economic depression in the country
in the recent times tends to force people to appreciate their
work more. Also, for both married men and women, the financial
responsibilities involved in setting up a family could serve as
a 'push’ factor in making industrial work as a way of life,

The data on extrinsic work value and marital status shows
that for both men and women (single, married, divorced,
separated or widowed), they have all become conscious of
working for economic survival, while the economic input of

women 1in the homes has gained more recognition. The high
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emphasis put on extrinsic factors across occupational groups is
therefore a reflection of socio-economic institutions in
crises. More than before, both professi;nals and non-
professionals are generally concerned with high income, Jjob
security and promotion prospects. Aléo, while the unskilled is
glued to his job because of high rate of unemployment, the
highly skilled changes his job at the slightest monetary
enticement., Thus, the workers, perceive work as a means t§ an
end and not necessarily an end in itself.

Sex differences in job satisfaction were also measured,
looking at both individual characteristics and job factors.
Majority express a high satisfaction level with work, whiie the
level of satisfaction for women (Considering the different
facets of the job) appears lower than those of men. Looking at
the different facets of Jjob, our data shows that women lack
access to ’power’ in work organization, for, compared to hen,
women lack control over work process and decision making at
work, Even when women acguire necessary skills, it is not
impossible that more often than men, they are hindered from
utilizing such skills and abilities. Our results contradict

210

those of Varcal et al. that occupational level moderates

pay and promotion satisfaction among males and females; and

L1 Varcal, P. E; schaffer G. S., and McCauley C. D., "sex
differences in job satisfaction revisited". Academy of Management
Journal, 26, 348-353p.




455l
thoSe_of Smith and PlantMI, that an& male-female differences
in Jjob satisfaction are not psychelogically meaningful.
Although, our data shows that majority of respondents with high
education express satisfaction with their work while majority
of those dis-satisfied with their work have low educational
status, our data étill shows that the number of woﬁen with high
educational'status who express dissatisfaction with their jobs
is greater than the number of men in high educational status
and the number of women with low educational status who are
dis-satisfied with their work. This means that women need more
than mere acquisition of formal educétion to become satisfied
With their jobs. We found that irrespective of gender, workers
with low educational status tend to be in less attractive and
less satisfying jobs. Also, because education often determines
individual occupational status and income levels, there is a
strong association between occupational status and job
satisfaction level. For example, the higher the income, the
less dis-satisfaction expressed with job, while unique to our
study, a higher percentage of women are dis-satisfied
irrespective of income levels. Whatever the status of the
woman, she 1is marginalized at work, thus, about half of the
female sample who are extrinsically dis-satisfied are managers
and professiocnals. On the whole, over half of the female

sample expressed perceived gender discrimination. Therefore,

i Smith, D. B. and Plant W. T.: "Sex diffefences in Jjob
satisfaction of ©University Professors", Journal of Applied
Psycology, 67, 1982, 249-251p.
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men and women who encounter gender discrimination in both
objective and subjective conditions of work are dis-satisfied
with their work; however, men react more violently against
gender discrimination than womeﬁ, while women take it for
granted. Majority of our respondents stick to their jobs
despite their dis—-satisfaction because there are no alternative
jobs in the labogr market; while majority of women stick to
their jobs because of - immobility caused by family
responsibilities.

Men and women who work under conditions of low opportunity
tend to exhibit alienating tendencies. Thus, majority of the
alienated workers are from the low occupational status group,
while the fact that alienated workers in the managerial
positions are all women shows that irrespective of occupational
status, women face more alienating factors than men at work.
This trend is the same with workers’ work commitment level,

Taking into account the present socio-economic conditions
in the country, both men and women place a greater emphasis on
extrinsic motivational factors irrespéctive of occupational
status. Our data shows that 'gender equality’ as a
motivational factor, ranks low compared to other motivational
variables, thereby pointing to the fact that many workers tend
to take gender issues for granted or as given. Significantly,
emphasis on intrinsic as against extrinsic motivational factors
depeﬁds on the respondent’s relative placement within the

occupational hierarchy rather than a reflection of sex group.
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Another major finding is the effect of gender role
orientation on work attitudes and behaviour, Irrespective of
gender role value, female workers put much emphasis on both
intrinsic and extrinsic work wvalue, while no significant
relationship is found between gender role wvalue and being
conscious of gender discrimination. It is significant that
majority . of women in the categories of the
divorced/widowed/separated have modern gender roles values., It
is found that women more than men, tend to do away with
traditional gender role values és they move up the
organizational Thierarchy, while educétional status also
determines a respondent’s gender role values.

A strong association is found between gender role value
and perceived female boss attributes. For example, majority of
those with traditional gender role value hold negative
attributes for the description of female bésses, while majority
of those with modern gender role value describe female bosses
in positive terms.

The results support an interlocking system of reiationship
between and among gender, work and cultural (institutional)
factors. Gender sometimes has a pre-eminent influence on work
roles, while at the same time men and. . women in the same
occupation tend to share about the same work interests, hours,
and employment status than men and women across occupations,
signifying the influence of structural factors. Also, cultural

barriers interact with discriminatory intent to produce forms
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of discrimination that sometimes remains ratﬁer inviéible vet
perpetuating. Thus, Smircich212 argues that culture
metaphorically promotes a view of organizations as expressive
forms, manifestations of human consciousness. Hence,
organizations are to be understqod and analyzed not mainly in
economic or material terms, but in terms of theif expressive,
ideational, and symbolic aspects. Therefore, attitudes and
assumptions about organization life of both men and women are
informed by socially constructed rules of gender which they, in
turn, serve to reproducems. Mills argues that in examining
sexual discrimination at work we need to be aware of a
multiplicity of societal and organizational influences that
come together within organizations. By focusing upon culture,
we are able to espouse a reality that is at one and the same
time a reflection and a transformation of societal values.

Hypotheses 1-7 being statistically confirmed, also
directly support the Major assumptions I & II, thereby
indicating that the effect of selected personal attributes and
structural variables on work attitudes and behaviour is the
same for both men and women. Sometimes, the pattern may Véry
slightly because of differential treatments, basically the

responses of men and women to socio-economic situations are the

same .

i Smircich, Linda, "Concepts of Cultures and Organizational
analysis". Administrative Science Quarterly, 28, 1983, 339-358p.

i Mills, Albert J., "Organisational acculturation and gender
discrimination", Canadian Issues, X{(1), 1988, 1-22p.
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The logistic regression model shows that variations in
work attitudes and behaviour are usually by products of
differences in personal attributes and structural treatments,
rather than differences across gender groups per se.

Assumption III is partially accepted since only one
(Hypothesis 9) of the two hypotheses (H8 and 9) formulated is
accepted. Our findings show that men and women who possess
traditional gender role orientation tend to have the same
pattern of work attitudes and behaviour. Also, men and women
with traditional gender role orientation tend to view female
bosses negatively.

With the belief that for both men and women, familial
situation has a part to bear in explaining work attitudes and
behaviours, questions were posed on domestic work/problems and
child care arrangements. It is found that women see combining
work and familial roles as a way of life; while for men, even
when married, domestic work is not given any prerogative. Not
only is the task of maintaining the home shifted totally to the
woman, worst still, for the man, an ideal wife is the one that
perfectly incorporates work and domestic roles by independently
building her own adaptive mechanisms. The assumed "domestic"
responsibilities of women is reflected throughout
organizational life, affecting not énly female perceptions of
the jobs they might appropriately seek but also the perceptions
of male employers as to who they may appropriately appoint and

for what type of Jjob.
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As it is, production and.reproduction are contradictory
for the working class women. Not only is there a greater
incompatibility between the nature of their work and the nature
of mothering, the reliance on paid help for childcére have
attendant implications for the well-being of the child. None .
of the employers surveyed makes provisions for daycare
facilities, even though this service 1is in high demand.
Available daycare facilities outside work are not only
expensive. but sub-standard. Also, non-professional women
generally have fewer economic resources, which curtails their
ability to buy support services and household help. No doubt,
women spend less time on career development, compared to their
male Counterparis, because of familial obligations. Women,
howevér, appear to be good managers of time. Generally, the
time-use pattern of individual worker is determined by
occupational and marital statuses.

Dominant male ideology. predominates at the household
level, while Jjoint family decision making 1is vcontinually
enhanced by factors like women’s exposure to formal education,
high status occupation and high income levels. Data on family
expenditure shows a high need for women’s income earning for
the individual family survival within the growing global
economic erises, Yet, women’s different exberience and
training and continuing domestic responsibilities, combined
with unchanging labour practices constantly point to the fact

that women are prevented from participating in the work force
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on an eqﬁal footing with men. This is explicated by the wvast
gualitative data presented in Chapter 5.
The selected case studies earlier preéented in chapter 5,

show that female experience within organizations can vary

depending upon whether they are viewed as ’wife’, ’daughter’ or
’lover’. This is to say that sexuality plays a powerful role
within organigzational life. For example, in obtaining a job,

a female may find that sexual attractiveness forms at least

part of the assessment on which she is recruitedm4. It may
also serve as a basis of exclusion, particularly to

traditionally male dominated occupations and industries. Our
data supports gender segregation of jobs, for often tge nature
of the job dictates the gender to be employed. The perceived
role of female as 'homemaker’ (attribution to women of a number
of traits and pérsdnality characteristics) affects recruitment,
training, and promotion opportunities for females.

Our data supports earlier findings that women moving into
traditional male-dominated jobs reportedly meet diverse

problems, ranging from lack of acceptance by male co-workers

218

and male supervisors ' ’; differential treatment of females in
i1 Ferguson, Kathy E., The feminist case against bureauqracv.

Philadelphia? Temple University Press, 1984.

21 Mayer, H and ﬁee, M., Women in traditional male jobs: the
experiences of ten public utility companies. Washington DC: U.S.
Government Printing Office, 1982,
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the Workplacezw; slow rate of promotion and assignment to
less attractive or less challenging jobs, and less training

ol and sexual harassmentmg.

opportunities than male workers

We find that relatively more men than women work with
machines, while more often than not, more women either use.
simple handtocols or operate machines that perform repetitive
tasks and restrict their physical mobility. Also, more men
operate machines .that require ‘skill and encourage work
autonomy. .The work of +the blue-collar women is mainly
controlled impersonally by their equipment, the assembly line,
and the work flow devices, while for men, their work is mainly
under human control,

No doubt, women continue to accept the new technologies,
and often struggle to be exposed to the total package without
much success. Men in sex-atypical jobs (female traditional
jobs like secretarial jobs) are not enthusiastic about their
jobs, yvet there is a growing preference for male gender in such
jobs.

In recent times women have taken up the fight for better

work by acquiring more education and skill, the extent to which

216 Levitin, T.; Quinn, R. P., and Staines, G. L., "Sex
Discriminiation against the American working women". American
Behavioural Scientist, 15, 237-254p.

Y Terborg, J. R. and Ilojen, D. I., "a theoretical approach
to sex discrimination in traditionally masculine occupations",
Organizational Behaviour and Human Performance 13, 1975, 352-376p.

118 Gutek, B. and Morasch, B., "Sex ratios, sex role spill
over, and sexual harassment of women at work", Journal of Social
Issues, 38, 55-T4p.
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they have turned their economic gains to female empowerment is
still. questionable. According to Jenniferzw, for women,
fears of being fired are combined with common anti-union
sentiments which create formidable barrier against organizing
women in the work setting. Significantly, we find that family
role differences appear to inhibit women’s propensity to
unionize, although, there is no evidence to show that women are
less interested than men in union activities. However, our
findings show that union leadership perceives discrimination
against women in work organizations in punitive terms. Thus,
union leaders are less concerned and sometimes uninformed about
the situation of female workers. We find that gender issues
are rarely in union agenda.

A major issue is the realization that women themselves are

less sensitive to gender discrimination in . the workplace.
Thus, the key to overcoming gender disparity at work is
achieving a «change in women’s attitudes to themselves.
According to Audrey Wiseno, "once you start to feel that you
are important, then you are.much more likely to demand your
rights". Therefore, women need to see theif work as important
to the oréanizational functioning, and until women. gain

confidence, and begin to share in the running of their unions,

policies guiding male/female jobs will remain relatively
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Penny, Jennifer, Hard earned wages: Women fighting for
better work. Toronto, Wome’s Educational Press, 1983.
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unchanged.

8.2 Implications of the findings for policy:

Women are about 50% of the country’s population, thus,
failure to adequately integrate them into national development
is a.direct neglect of the country’s huﬁan resources. Nigerian
women (single or married) have always worked both inside and
outside the home not only for economic reasons, but to gain
social status.

Although by the Nigerian 1979 Constitution, there should
be no discrimination based on sex, race or religion in gaining
access to employment, our study found that gender-based

discriminations are built into employment systems by policies

and practices resting on unexamined assumptions and
stereotypes. Such systemic discrimination appears indirect,
impersonal and often unintentional. For instance, systemic

discrimination may arise from such stereotypical assumptions
about physical strength; the family breadwinner; over-emphasis
of biological functions of women in deciding their work
placement; protection legislation among others. Other policies
are gender-neutral, thereby, tending to penalize womén.

'To create employment equity, bractices which serve as
barriers to the full participation of women in the workforce
ﬁeed to be changed. One major barrier is that up till now the

country does not.possess legislation guiding employment equity,
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e there affirmative action programmes to counter the

prevailing systemic discrimination based on gender.

Below are some of the areas needing immediate legislative

attention-

a. reviewing the tax law that continues to discriminate

against women;

b. prohibiting discrimination base on sex, marital

status, and pregnancy;

¢. variable work hours for employed women;

-d. 1

egislating against sexual harassment;

e. Iimproving the policies guiding the conditions of work

for unmarried mothers;

f. access to medical facilities by both male and female

junior staff and their families; and including pre-
natal and post-natal medical services in medicare
package for workers;

pay equity (although the study found that men and
women enjoy the same salary at the point of entry,
but subsequently, because men accrue promotions and
advancement faster than the female counterparts,; a
gap 1is created between them; also, the fact that
most women are engaged in work that is different
from men’s, direct comparisons between ’women’s
jobs’ and 'men’s jobs’ become difficult, while the

equal pay principle is non-existence).
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. Recommendations

. To create employment equity (that is, practices which
could eliminate discriminatory barriers to employment options
and access to optimum utilization of skill by the individual
worker), the following recommendations are made to guide policy
planning aimed at improving men and women access to full
employment opportunity, and thereby sustaining positive view of
industrial work across gender groups.

a. Tax law should be reviewed, granting same tax benefits to

* both men and women (that 1is, spouse and children allowances

should be shared by both husbénd and wife, where both engage in

paid employment; and are equally responsible for the care of

these children). The recent modification in tax laws is a

welcomed development. The new tax measures and amendments show

" that on the personal level, workers are to gain additional tax

Irelief, but the previous N500 wife allowance is abolished.

Personal allowance is to be increased from N2,000 to N3,000
(that is, 50% increase), and an overlay of 15% of an

individual’s total earned income. The dependant’s allowance of

, N600 1is retained but children allowance is up, that is, from

N400 to N500 for a maximum of four children which is the
officially recommended number of children for a woman. The

existing tax rate of 55% of income is scaled down to 45%.
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ngundele and OJjediran™® , remarked in the Guardian Newspaper
:ZM Ogundele, Jide and Ojediran, Bisi, "Tax, duties modified
in ne

1992.

|
I

w fiscal regime". The Guardian Newspaper, Friday, January 3,
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, of 3rd January, 1992 -
|
tivsves."perhaps in deference to women consistent clamour

for equal treatment on personal tax, their husbands have
been deprived of the N500 wife allowance, but their loss
would be offset by their enhanced personal allowance"

Despite the current tax'adjustments, some issues are still left

unresolved, for example, children allowance are stiil wholly

claimed by the husbands, while the society itself seeé no
. reason for granting equal tax concessions to both men and
" women, Women still lack access to other work benefits, for
, example, housing allowances; while the unmarried mothers are
}still denied maternity allowances. Even for the married
" mothers, there are no pre-natal and post-natal medical coverage
granted by the government.

b. The government should make specific laws against
~discrimination in recruitment/hiring; promotion; and training
+ among others, that are based on sex, mérital status and

pregnancy. |

We thereby recommend affirmative action whereby employers
of labour increase the employment of under-represented groups
in order to create a workforce that is representative of the
nation (that is, hiring of a particular minority or gender
group in order to make up for past deficiencies in the hiring
of that group. The first step to abolishing job segregation in

.the labour market will be to encourage more women to enter

male-dominated jobs while more men enter female-dominated jobs.
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Such an interchange will not only help to raise the value of
women’s Jjobs, iﬁ will also help to establish pay equitylwithin
and across Jjobs (meaning 'equal pay for equal work’ and ’equal
pay for work of équal Value’).
c. The most critical period in the 1life of +the female
employees is predominantly the period corresponding with child-
bearing years. Women'’s employment opportunities are therefore
often influenced by their access to child care services. We
therefore feel that policies specific to mothering should be
introduced in work organizations. Such policies could include
i. making it mandatory for employefé to ﬁrovide childcare
services as an intrinsic part of work conditions for their
employees (both males and females).
ii. introducing part-time work possibilities for mothers
who might find it difficult to cope with child care
demands if. employed full-time.
iii. making shift work houfs more flexible for women so
that preference of choice is granted women with infants
and toddlers.
iv. planning meetings (corporate, non-corporate and union
meetings) to accommodate women with family
responsibilities).
v. granting parental leave (whereby either the mother or
the father of the infant, is allowed to temporarily stay
of f work because of childcare responsibilities). The non-

~existence of paternity or adoption leave reinforces the
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stereotype that domestic commitments interfere with
women’s commitment to their work. The twelve weeks
maternity leave as it exists today appear inadequate, as
many parents find it difficult arranging suifable care for
their infants.
vi. The current legislation which provides maternity
leave without pay for unmarried women should be canceled.
Not only are such women to enjby the same entitlement as
legally married females, they should be given access to.
public financial assistance and counselling.
e. Sexual harassment (which can be physical, verbal, visual
and psychological pressure), should be legislated against.
Sexual harassment does not only often lead to low productivity,
it can increase costs of recruiting, hiring and training
because of loss of staff.
f. Raising the consciousness of women through enlightenment
programmes, through schoocls and the mass media will be a right
step in thg right direction.
g. It should become mandatory for employers of labour to g?ant
free pre-natal and post-natal medicare to female employees,
while husbands, should be given access to medicare provided by
their wives’ employers (if husbands choose to use such
facilities). |
h. Medical care entitlement provided junior workers and casual
laborers should be improved upon, particularly as medicare

becomes unaffordable for the individual within the present
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socio-economic crises,
i. Exposing more women to leadership training and making it
mandatory that union executive positions become equally shared
bétween men and women.
J. Both  men and women who work in Nigerian industries
(particularly‘in the production lines) are exposed to series of
health hazards. -Therefore, steps should be taken to ensﬁre
that industrial production lines are safe for both maie.and
female workers. In this regards, the government needs to step
up required standards in the industries. |
k. No doubt, men and women who work under conducive social
environment tend to exhibit postive work attitudes and
behaviour. Therefore, effort should be geared at iﬁtensifying
provision of basic, vocational, technical and professional
education for women in order to fully utilise about 50% of the
nations human rescurces.
1. At the macro level, sex stereotyped ideologies which
continue to discriminate against women need to be changed.
This could start inform of mass campaign against sexual
prejudices using the T.V. or the radio; or subtly at the
household level as parents deviate from sexist socialization.
m. The individual women needs to refocus attention on
building her own human capital (that is, readiness to receive
qualitétive education, and necessar& skill for modern sector
jobs). The educated women must act as cénscious agents of

change, who could inspire other women, and also serve as
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enviable role models. The notion of the "weaker sex" should
not be embraced by women, particularly in situations where wofk
responsibilities depends on expertise and skill rather than
ph§sical strength. Women should therefore see gender
stereotyped favouré as retarding and unprogressive.,
Many of the above recommendations tend to be gender

specific Dbecause a8 lot remains to be done in changing

stereotyped beliefs about gender relations. One of the most
difficult things to change is ideological value. It is rather
subtle but very enduring. It is obvious from the various data

presented in this study that work is central to both men and
women’s iives. 'Given the same physical, social and
psycological conditions, women tend to share about the same
work attitudes and behaviour with male counterparts.
Therefore, factors which presently hinder women from full
participation need to be removed so that women can perform
better in work organisations.

8.3 Implications of the findings for further study

Equity considerations in supervision, appraisal and
promotion need frequent appraisal, while +the relevance of
gender discrimination within our own cultural context needs to
be espoused more. We therefore hereby list some of the
important areas needing further research in order to establish
work environment devoid of gendér inequities; and also
establishing appropriate concepts and methodologies in

explaining work behaviour in organizations with special
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relevance to gender.

Gender-organization-system perspective as a new framework
needs further empirical testing so that the extent to which
each of the three contexts (gender/organization/institutional
system) determine the behaviour of the individual worker ie
determined. To make existing organizatioﬁal theories relevant
to the study of African women, we need to incorporate both
quantitative and qualitative methodologies so that the mundane,
taken-for-granted experiences of women become meaningful.

Little is known about Nigerian women in management and
other leadership positions. We need further researches inte
the problems which female managers encounter in gaining access
to_and maintaining positions of leadership, in order to address
possible solutions to such problems.

| We need to further explore the needs of dual-career and
dual-income families. We need prescriptive oriented research
which will move away from mere support for mothers (as this
tends to ghettoize women in the work force even more), but
which will build strategies for getting men involved, so that
‘both men and women share equally in the economy, the family and
career development. Maternity problem itself should therefore
be seen as a societal issue, and not a woman’s problem. 4

The health status of Nigerian women in the workforce has
been a relatively neglected area of research. We therefore
need future research on strains/sﬁress caused in women because

of managing work, family and self interests.
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The issue of women and the pfofessions seems unattended to
in existing literature on Nigerian women. Future research in
this area should help us to answer gquestions related to the
socialization and training needs for girls and professional
women (that is, the actual existing career patterns for women
in various occupations and the perception of women of available
career options).

We need more researches which will espouse the nature of
mixed-work groups and non-mixed work groups in order to better
understand gender-role spill-over, and thereby building models
for creating a new sense of emerging role possibilities for
women and men,

Finally, we suggest continuous research into societal
valuation of men and women's role relationships Vand
stereotyping inlorder to develop a programme for attitudinal
change and a total restructuring of the political economy which

continues to subjugate women.
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APPENDIX A
QUESTIONNAIRE
Part T: PERSONAL DATA
1(a) SEX: MALE ........ FEMALE i v v .
(B) AGE: ittt i ittt ntsannvrenens e (Last birthday)
(c) RELIGION ..vvvvvennen, (d) Ethnic GToup ...eeevvson .
(e) Marital Status: ........ e vo o R g o v v
{(f) If Married: (i) No. of Children: .......

(ii) No. of Wives ...... . No. of husbands ever had ...

(g) Were you married when you first joined this establishment?

(h)

(i)

(3)

(k)

Yes ... No

Highest educational qualification when you Jjoined this

establishment?...... D SO P A
Highest educational/professional qualification ‘now?
(Specify)...... Y SN e e e i i e e

How many yeafs did vyou spend in school altogether?

(Specify) v i nnns yrs.

Please, answer the following questions about your parents;

and you spouse:

OCCUPatiOn L I I e I O I R e I R T I I S R T T R T R S B B )

Level of education..... . enrnerans e e
Religion..v.uvvv. e e e e e e e
No. of children...v.oeeunvsunennss e e e e '
No. of wives/husbands ever had............ e

2(a)

The official designation of your present Jjob (e.g.
Spinner, Accounts Clerks, Manager etc.) {Specify)
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(b) Department (Section) of Work. e e'ieee e it oeeronns e

(c) Are you responsible to immediate supervisor(s)

Yes ... No
(d) Do you have direct subordinates? Yes ... No
(e) Have you ever held a SUPERVISORY posiﬁion? Yes ...No ...

PART II - WORK HISTORY/CONDITION OF WORK

.3(a) Did you work somewhere else before you present job?
Yes ... No

(b) If yes to Q. 3(a), Is your former job(s) similar to your
present job? Yes ... No

(c) Do you prefer your present job to previous job(s)? Yes

No
(d) Reason for leaving the very last employment before the
P r e s .e n t o n e ( 8 p e c i1 f v )
(e) N ame o f . Present Empl oyer ?

(f) Months/years already spent with present employer?
AR, O 2 ceiessseceesss. (Specify months or years).

) Nature of present employment: Part-time ... Temporary ...

(

90,

Permanent ... Contract ....

(h) Years already spent in paid employment altogether?
{Specify) : :

i h ettt e i esressesss (years).
(i) Town/City where most life is spent.....ceevivors e
4(a) Entry salary per annum (in present job). (Tick one)

{c) Can you estimate you allowances?

(i) Medical allowance | -
(ii) Housing Allowance -
(iii) Transport allowance =

(iv) Food subsidy (Luncheon Vouchers) .
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Leave allowance
End of year bonus
(Others) Specify

(v)
(vi)
(vii)

(d) List others in your family covered

AlloWanCe. ¢ v v et vearoneensnos e e e e

(e) Does your medical allowance

following?

cover

self
children

(i)

Drugs/Hospitalization for

the

Nn'l.ll-tooolotoo
Nu-otto-ooon
Nl'tlll"'ll.

by your medical

(ii)
(iii)
(iv)
(v)

(vi)

(f) Is

(g)

Drugs/Hospitalization for
Drugs/Hospitalization for
Maternity care (for self) reee e
Maternity care for spouse ceh e e ce e
Drugs/Hospitalization for

there
retirement,

spouse O P

parents

or gratuity scheme 1in case

Yes No ...

any pension
deaths etc.

Sum up days/weeks etc. you have stayed off work because of

the following (counting from January 1988 to date):

(i)
(ii)
(iii)
(iv)
(v)

(vi)

Personal health problem (Specify)
Child 1llness (Specify)

Maternity leave (Specify)

Spouse illness (Specify)

To attend ceremonies (Specify)
Other (Specify)

5. What is the nature of your work?
(i) I do shift work during the day only
(ii) I do shift work during the night only
(iii) I do shift work both day and night
(iv) I don’t shift work (i.e. hours are regular)
6(a) How were you recruited for this job? (Tick one)
Through advert/interview ......... .
Through personal contact/interview .....v00..
Personal contact only .
Others (Specify) ........ e

(b) How many times have you received any formal
professional/in-service training since you started working
here?



Specify No. of times ........ .
Never ..o et e s st e e
No such trainings here .......
Others (Specify) v eens

(c) Have you been specially promoted for outstanding
prerformance before others in the same job level? Y e s
No

{d) How much tax do you pay per month (P.A.Y.E.) N.....vv...

{e) How many times have you been promoted since you joined
this establishment? (Specify time): .¢v.vvv.... NoODeE

7(a) Compared to the opposite gender in this
establishment at comparable job level, what is your
assessment of the following conditions of work?

(Use scores 1 - 5). 1 = Lower 2 = The same 3 =
Higher 4 = Don’t know 5 = Not applicable.

1] 2[3]4]5
(i) Your salary [ ll ll !l Ij
(1ii) Your fringe benefits

(1iii) Your tax per month

(iv) Opportunity to train on the job
(v) Your promotion

7(b) Please give the reasons for some of your answers to Q.7(a)

7(c) Compared to the same gender in this establishment, at
comparable Jjob level, what 1s your assessment of the
following conditions of work?

(Use scores 1 - 5). 1 = Lower 2 = The same 3 =
Higher 4 = Don’t know 5 = Not applicable.

1] 2]3}|4]5

| ]
(i) Your salary | [‘ [l [l |l
(ii) Your fringe benefits
(iii) Your tax per month
(iv) Opportunity to train on the job
(v) Your promotion

7(d) Please give the reasons for some of your answers to

Q.7(c),

LR I I T T T S T S S S S S T T O S e T I I I I I O T O T T I e R A A B A
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8(a) Compared to the opposite gender in this establishment, at
comparable job level, how would you rate the encouragement
received from the following people to advance in work; to
improve in Jjob performance and to improve your general
well-being? (Use scores 1 - 4), 1 = Lower 2 = The
same 3 = Higher 4 = Not applicable.

1]2] 3|4

(i) Superiors (male managers/supervisors)
(ii) Superiors (female Managers/supervisors)
(iii) Female co-workers

(iv) Male co-workers

8(b) Please give the reasons for some of your response to
Q.8(a)

8(c) Compared to the game gender of the same job level, how
would vyou rate the encouragement received from the
following people to advance in work; to improve in job
performance and to improve your general well-being? (Use
scores 1 - 4). 1 = Lower 2 = The same 3 = Higher 4 =
Not applicable.

1]2] 3|4

(i) Superiors (male managers/supervisors)
(ii) Superiors(female Managers/supervisors)

(iii) Female co-workers

(iv) Male co-workers

8(d) Please give the reasons for some of your response to

Q.8(c)
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9(a) Which group in this establishment are you likely to choose
your friends from?

Same gender ........0pposite gender....cevt v
Gender does not influence my choice of friends at work ...

9(b) How would you describe your relationship with the
following people at work? (Use scores 1 - 5). 1 = Not
very cordial
2 = Strictly official 3

= Official and cordial
4 = Very cordial 5

Not applicable.

o

1] 2]3]4]5

(i) Superiors (Male Managers/Sup- l | | | [
visors) | | | | |
(ii) Superiors (female " N
(iii) Female co-workers
(iv) Male co-workers
(v) Female subordinates
(vi) Male subordinates

9(c) Please list some of your reasons for your responses to

Q . 9 ( b )

PART IIY - VALUES, ATTITUDES AND PERCEPTIONS

10(a) Do you aspire to move into the highest cadre in your
profession while in this establishment? Yes .......
DO vivenwnnn There Already ..v...... Don’tknow .......

10(b) What is the probability that you will be promoted to this
position (Q. 10(a)) before the end of your career in this
establishment? High probability ....... .

Low probability ...vvueens Idon’t KNOW «vevenvvnvonns

10{c) What year did you receive your last promotion? ......
year) .

10(d) What year are you due for the next promotion? .......
year)

10(e) Are you sure your next promotion will come at the
expected time (10d), if you are still in this establishment?
Yes, I know for sure ......eoceveisusos
Yes, may | oY= No, I am not
SULC ¢ v v oot nns
10(f) If for example you eventually get into a managerial
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position/or now in managerial position which of the
following would you most desire: or is most likely
to happen (Use the scores 1 - 2, Tick both where
appropriate). 1 = Most desired. 2 = Most likely
to happen.

(1) Increased responsibility |
(ii) Participation in making policy decisions | |
(iii) Opportunity to be a leader | |
(iv) Independént thought/action | |
(v) Being outspoken/objective | {
(vi) Being a aggressive/competitive l |
(vii) Having opposite gender co-workers ( |
(viii) Having an opposite sex boss | l

(ix) Having difficulty being accepted
as an equal by other at the new level

(x) Having same sex co-workers ( |

11(a) If you were to go back to the age of 15 years and start
life all over again, would vyou choose a different
occupation from the present one?

Yes.iieeoveiee NOvwveveeooans Ce et e

11(b) If yes to Q. 11(a), what other occupation(s) would that

be? (SPecify) tieverirnnrreroniononrtreooens

il(c) If you were to go on a &oluntary retirement today, what
three things will you miss most in your present job?

(List them in order of importance).



11(e) Do you ever wish you could work at your job on evenings
and weekends? YeS ..iirerieennann . NOvw e
11(f) Do you regard the success and failures of this
establishment as your own personal success and failures?
D=1 - T NOo'weeveooioeneveeanoss
11(g) What can you say is your level of commitment to the
organization: High ..... Medium ....... Low....o...
12(a) If by some chance you won a lottery or inherited enough
money to live comfortably without working, do you think
that you would still continue to work?
(i) Yes, I would still keep on worKing ...evevoorenensnos
(ii) No, I would étop WOrKing . oot v v oo nonnoonsnsonsrseas
12(b) If yes to Q. 12(&), would you still keep on doing the
same type of work you are doing now? Yes ..... NO«..ovsons
12(c) If no to Q. 12(b) what other occupation(s) would you like
to engage in? it G h e e e e et e e e e e
12{(d) People value different things in their work, which of the
following do you personally put the greatest value on? (i.e.
the most important to you) (Tick one response using the scores
1 - 4). 1 = Very unimportant 2 = Unimportant 3= Somewhat

important 4= Very important
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(1) The prestige attached to the job

(2) Skill and ability utilization in work
performance

(3) Control over the work process and duties
(4) Availability of equipment for doing the job
(5) Participation in work decisions

(6) Chance to do different things from time to time
(7) Opportunity to train on the job

(8) Chances for promotion (career development)
(9) Pleasant physical surroundings

(10) Convenient travel to and from work

(11) High income

(12) Job security

(13) Hours of work

(14) Chances to make friends

{15) Opportunity to be of service to others

12(e) Please read through the following statements and indicate
the ONE which comes closest to your own definition of
work.

Work is activity which has to be done and is organizéd for
you by others ..ttt ettt orttarsonstoenas

Work is activity which is satisfying and enjoyable ......
Work is activity which requires effort...... et e e .
Work is activity which leads to an end product..iv e oo
Work is activity which is routine and monotonous........ .

Work is activity for which one is paid...cceuiseuses
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Work is activity which involve responsibility for

others....
None of the above (Work is .iiceess)
a) Please tick only one response to indicate

- satisfied you are with different aspects of your

job. (Use scores 1 - 4),. 1 = Very Dis-satisfied.

2 = Dis-satisfied. 3 = Satisfied 4 =

satisfied.

(1)
(2)

The prestige attached to the job

Skill and ability utilization in work .
performance ‘ l l l

The task/performance on my work

Control over the work process and duties
Equipment for doing the job
Participation in work decisions

The chance to do different things from
time to time R N

Opportunity to train on the job

Physical surroundings {(ventilation,
lighting, sanitation etc.) | | .

The pay

Chances for promotion
Fringe benefits (allowances)
Job security

Hours of work
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(15) Travel to and from work
(16) Relations with colleagues
(17) Relations with superiors .

(18) Relations with subordinates

(19) Treatment received at work in view of
my gender. [ R T

13(b) Looking at all aspects of your present Jjob, how do you

feel about the job in general?
Highly satisfied........... Somewhat
satisfied.soooovv
Highly dissatisfied....... Somewhat
dissatisfied.........
14. The following tells us about the nature of your work and

the level of your involvement with your work (Tick appropriate
response using scores: 1 = Strongly Disagree
2 = Disagree 3 = Agree 4 = Strongly agree
5= Not Applicable.

happened involve my work.,

15, Do you think there is any subtle discrimination against
your gender in this establishment, looking at he following?
(Use scores 1 -4). 1 = Often 2 = Sometimes 3 = Rely 4= Not

at all)
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7. My work is very important to the success ...iivivenens
of this establishment ........ et

8. My work 1is too boring/routinized to
bring out the best of my abilities

9, No challenge in the work at all
10. I hardly interact with other workers when
working
11, My interest is limited to my work, and
not to other things happening in the
establishment '

12. I work with others in a group

13. I feel my real self only when I am away
from work

14, My work is not a true measure of my
personality and my life interest

15. I never look forward to the next day’s
work

16, I derive more joy in my work than leisure

17. I would probably keep working on this job
even if I do not need the money

18. T will gladly stay over-time to finish a Jjob
even if I am not paid for it

19. I hate doing extra work except when compelled
20, I feel irritable and tired doing this job

21. The most important things that have ever
happened involve my work.

15. Do you think there is any subtle discrimination against
your gender in this establishment, looking at he following?
(Use scores 1 -4)., 1 = Often 2 = Sometimes 3 = Rely 4= Not

at all)
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1. Salary

2. Fringes (allowances)
3. Tax

4, Promotion

5. Training

6. Attitudes of superiors (male Managers/
Supervisors ' l l l l

7. Attitudes of superiors (female Managers/
Supervisors | | l l

8. Attitudes of male co-workers

9. Attitudes of female co-workers

16(a) Have you ever had a woman as your immediate
supervisor or boss? YesSieve et v nan NOw i e enesns
16(b) Listed below are statements which may or may not be true
of female bosses/supervisors: (Tick as appropriate

strongly disagree; disagree; agree; or strongly disagree).

1. Women bosses are too jealous

2. Their positions go to their heads

3. They take things too personally

4, They are not business-like

5. They are too concerned with efficiency
6. They are slaves to the system

7. They supervise too closely

8. They are fault finders (too critical)

9. Bossiness takes away their femininity
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10. On the whole men are better supervisors/bosses

17(a) List 3 things in ‘your Jjob that give you a feeling of

accomplishment . ..o i ittt tortetortaresaneoronenas

17(b) List 3 +things in your Jjob that are particularly

frustratihg.................................

18(a) Which of the following would serve as the most driving
force for you to put in an extra effort at Job
performance:

(Give them positions - 1st, 2nd, 3rd, 4th, 5th, 6th, 7th)
(i) Adequate financial compensation for my skills and
efforts .. i i i i i i e e
(ii) Adequate security of employment «..¢iivievroreons
(iii) Doing work that is interesting, mentally challenging
and that requilres autonomy and personal
initiative......c.v v
(iv) Good working conditions R
(v) Friendly cCo-WorKersS «.vicevertnanrtosrtonattstnssonns
(vi) Opportunities for promotion, growth and deveiopment in
my chosen career .......;......................
(vii) Equal treatment along gender lines
18(b) Considering all things about your job which of these may

probably make you leave this company? (Tick appropriate

responses) .
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other job conditions.
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{i) Lack of interest in the kind of work youdo .....
(ii) Inadequate financial rewards/incentives.........
(iii) Uncertainty of my security of employment .......
(iv) Limited career prospects on this job +eeveevves
(v) Lack of opportunity for advancement .....eeoeeeeas

(vi) Unequal treatment between gender groupPsS. e« oo

the scores 1 - 4.) 1 = Totally Reject; 2= Reject;

Totally Accept.

It is more important for a wife to help
her husband’s career than to have a
career herself

If a woman is nominated for Presidency
in 1992, I would not vote for her,
even if qualified for it.

A married woman should not earn money in
business or industry if she has a
husband capable of supporting her

The husband should take primary responsibility.
for major family decisions, such as the

purchase of a car or building a house

In groups that have both genders, it is appropriate
that top leadership positions be held by males

A husband should feel bad if his wife earns a
larger salary than he does

It is generally better to have a man as the head of a
department

Girls should generally enter ‘feminine vocations such
as nursing, secretariat studies, teaching etc.

Women should not compete with men for jobs that have

issues,

and

3

(Please tick the most appropriate, using
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traditionally belonged to men, such as engineering,
army etc.

10, It is not good for a husband to stay home and care
for the children while his wife is employed outside
the home

11, Even when you feel like treating men and women the
same way, our culture comes against it violently

12, I prefer what the culture says to what I feel on
anything

13, Women should take care of running their homes and
leave running the country up to men

14. Most men are better suited emotionally for politics
than are most women.

20(a) What is the general attitude of your spouse towards your

working outside the home? .....ii ottt ot eetononon

20(b) What is your own attitude towards your spouse engaging in
work outside the home environment?

21. How do you feel about the following existing Government
Protective Legislation for women?
(a) Maternity Legislation: «.veveeeertoeroertosonrvoeeeen

(b) Night Duty Legislation. .iviuirerveertnasernonsnnoensn

22(a) What specific domestic problems do you encounter as a
result of your working? (State problems) ....

(b) What specific domestic problems do you encounter as a
result of your spouse working (State problems)

(c) In what ways have you resolved these problems? .........

{(d) Do you have any special strategies for coping with work
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and domestic responsibilities? Yes.iveooeon NOveeeooonns
(e) If Yes, please state them
23(a) Are you an active member of your labour union? Yes......
NOowveweiseoenn No labour union in this establishment.....
Not applicable. cou e eieereneneeennss
(b) In your judgement have the women been truly involved in
labour union matters as men have Yesiooweaan
Noveweowonn
(c) If no to @.23(b), do you know why women have not been
active unionists?
(d) What has the union done for you since you become a ﬁember?
24(a) Does your employer make provision in relation to
Nurseries/Daycare centres? YesS..:eev00e NOviveoi v
(b) If Yes to Q. 26(a) is the provision of daycare adequate?
{c) Are you presently in need of a child-care arrangement?
Yes i eiinevnannars NO vt vovenooans
(d) Do you think we should have a special ©paternity
arrangement for fathers with infants? Yes........
No e venvennns Others......
(e) If yes, suggest types of arrangemenf that could be made
for fathers of infants ........... 00

(f) Is there any provision of special working hours for

nursing mothers in this establishment? Yes. oo
NOowiwesn
25(a) Do you know your husband’s/wife(s) income? Yes....

No....
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(State it) = =N..... veesessese.s (per month).
(b) Do yon participate in domestic work? YeS..:euvveo..
No«e.ovs
State what you do vt vev v c et e e e e
(c) Does your spouse participate in domestic work? Yes...

NO:w e venaoo s State what he/she

(d) Plus domestic work, can you estimate how many hours you
spend working everyday .......... ‘hrs. (Mon, -
Friday). Hours ...vvvevv.. {Weekend)

26. These are some of the decisions usually taken in the hone.
Please indicate who takes each of these. (Use the
scores).

1 = Husband only; 2 = Wife only; 3 = Both husband and

wife jointly. 4= Others (specify).

1., When to start building a house

2. When to buy a car for husband’s use

3. When to buy a car for wife’s use

4, Type of school a child should attend

5. Choice of life-partner for a child

6. When to change a place of work for the husband
7. When to change a place of work for wife

8. Buying furniture for the house

9. Choice of menu

10. Number of children to have
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27. How much do you contribute to the following items in the
home: (Use the percentage scores to show rough
estimate) -

1 = Nothing in cash; 2 = Below 10% of my income

3 = 10 - 20% of my income; 4

1

21 - 30% of my income

5 = 31 - 40% of my income; 6 41 - 50% of my income

Not applicable; 9 = Can’t

7 = Above 50% of my income 8

say.

(i) Feeding
(ii) Children school fees
(1iii) House Rent
‘(iv) Car maintenance
{v) Clothing for children
(vi) Buying dfugs for children
(vii) Children’s books
(viii) Clothing for spouse
{(ix) Financial obligation to my own extended family
(x) Financial obligation to spouse extended family
28, Are there any societal values you would want to see changed
so that women can perform better at work? List
them:........... e e e e e e e e RN

APPENDIX B

Interview Schedule for the Management/Emplover

A, Bio-Data

1. Age:



B.
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2. Sex:

3. Religion:

4, Marital Status:

5. No of Children:

6. Level of Education:

7. Prqfessional Qualification:

8. State of Origin or Nationality:

9. Years of experience/Employment Records:
10. Official designation of Position:

Policies Relating to Gender (Specific to the

Establishment)
1. Recruitment (any restriction depending on
section/dept./job description) e.g. where a man and a
woman are prima facie qualified, whom will the
establishment employ?
2. Training - Category of Staff/Gender restrictions
3. Promotion ~ Job evaluation technique
-~ measure of productivity
- guiding policies for promotion
- effects of maternity leave etc on
promotion of women?
4. Facilities - Day care/Nursery arrangements?
5. Criteria for Firing
6. Protective Legislation specific to women
a. maternity leave

b. night duty
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c. toxic {(that could impair reproductive organs)
d. shifts
7. Medicare and other fringe benefits
Any differences between single/mafried women:
- Women/men |
- genior/junior officers etc.
8. Reaction to some of the existing government policies in
relation to gender/suggested alternatives.

C. Attitudinal Questions

1. Any particular problems encountered having female

workers/male workers.

2. What do you feel/think of female employment in paid

employment in general.

3. a. What do you think of female employees in this

establishment in general.

b. Any difference compared to men?

4. Job performance (to make subjective assessment of

men/women)

5. Do you think there 1is any particular Jjob in this

establishment that a man or a woman should not do?

6. a. Whether he is conscious of gender discrimination per
se in the establishment in terms of -
pay/promotion/hiring/training/firiné
etc.

b. If Yes, is this justifiable?

7. Whether he/she thinks the present system is_perfect, if
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not, suggest amendments
‘8. a. Does he/she believe in supports for women?
b. Which kind?
9. His/her own attitude to women working in this
establishment.
10. Where a man and a woman are prrima facie gualified for

a job whom will he/she like to employ.

APPENDIX C

Interview Schedule for the Supervisor

A, Bio—-Data

B. Style of supervision

1. Style of supervision/leadership
2. Response of employees to supervision
3. Problems peculiar to supervising - men
and women.
4, Job performance - evaluation technique
5. Efforts given to employees in terms of encouragement to
advance/improve.
6. Work aspiration of employees supervised within gender
lines.
7. Arrangement of work groups - men/men
- Women/men (problems peculiar

to each).
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8. Problems in relation to sex as a supervisor?
9. Shifts/over time - any special problem from men/women.
- any criteria for arrangement depending on sex.
10. Description of work group presently supervised
11. challenge provided by the job
12. Resources for doing the job - (e.g. equipment;
adequacy of human resources etc.)
13. Personal experience/attitude to present work
(satisfaction/frustration etc)
14, occupational stress
15, Does the supervision have a free hand in matters
relating to the work-group?

Attitudinal Questions

1. Any particular problems encountered having female
workers/male workers.
2. What do you feel/think of female employment in paid
employment in general.

3. a. What do vyou think of female employees in this
establishment in generali

b. Any difference coﬁpared to men?
4., Job performance (to make subjective assessment of
men/women
5. Do you think there is any particular Jjob in this
establishment that a man or a woman should not do?
6. a. Whether he is conscious of gender discrimination

per se in the establishment in terms of -
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pay/promotion/hiring/training/firing etc.

b. If yes, is this justifiable?

7. Whether he/she thinks the present system is perfect, if
not, suggest amendments?

8. a. Does he/she believe in supports for women?

b. Which kind?
9., His/her own attitude to women working in this
establishment.
10. Where a man and a woman are prima facie qualifies for

a job whom will he/she like to employ.

APPENDIX D

Interview Schedule for men/women in sex atyvpical ,jobs

A'

Bio-Data

B. Experience at Work/Attitude to Work

1. General experience on the job (those related to gender)
2. Technology - exposure, compared to men/women

3. acceptance of such technology/capabilities

4, Relationship with colleagues/supervisors/junior
staff/workers of same gender.

5. To list areas of noticeable sex discrimination and

"attitudes towards them.

6. Whether above has major influence on their work
attitudes.

7. Attitudes to wards protective laws/labour force
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policies on women.

8. Any special problem from female employees/Is she
certain other women accept her? and vice versa for
men also.

9. Family responsibilities - Child care/house work etc.

10. Has position influenced the following:-
- household expenditure/earnings
- decision making.

11. Her own attitudes to péid employment.

12. Other problems at work that she/he would like to share

13. Whether she is getting what she originally desire from

work.

14. has these desire changed over time - what they used to

be and what they are now.

15, What supports exist and her/his evaluation of them.

16. What do you fell/think of female employment in paid

employment in general.

17. a. What do you think of female employees in this

| establishment in general.
b. Any difference compared to men?

18. Job performance (to make subjective assessment of
men/women.

19. Do you think there is any particular job in this

establishment that a man or a woman should not do?

20. a, Whether he is conscious of gender discrimination

per se in the establishment in terms of
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pay/promotion/hiring/training/firing etc.
b. If yes, is this justifiable?
21. Whether he/she thinks the present system is perfect,
if not suggested amendments.
22. a. Does he/sﬁe believe in supports for women?
b. Which kinds?
23. His/her own attitude to women working in this
establishment.
24. Where a man and a woman are prima facie qualified for
a job whom will he/she like to employ
25.. Any particular problems encountered having female
workers/male workers.
26. What do yoﬁ feel/think of female employment in paid
employment in general.
27. a. What do you thin of female employees in this
establishment in general.
b. Any difference compared to men?
28, Job performancé (to make subjective assessment of
men/women.
29. Do you think there is any particular Jjob in this
establishment that a man or a woman should not do?
30. a. Whether he is conscious of gender discrimination
| per se in the establishment in terms of
pay/promotion/hiring/trainihg/firing etc,
b. If Yes, is this justifiable?

31. Whether he/she thinks the present system is perfect,
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if not suggest amendments.
32, a. Does he/she believe in supports for women?
b. Which kinds?
33. His/her own attitude +to women working 'in

establishment.

APPENDIX E

Interview Schedule for the Labour Union Leaders/Activists

B. Union Matters

this

1. Are women becoming more active than it used to be in

the past?
2. What Labour Union has achieved for women within

last 5 years.

the

3. No of Union officials among men - and among women -

4, Reasons why women are not participating well OR

otherwise

5. Suggestion for improvement

6. Any support system for women? And his/her evaluation of

it.

7. Protective Legislation - whether adequate/inadequate

and suggestions for improvement.

C. Attitudinal Questions
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1. Any particular problems encountered having female/male
co-workers.
2. What do you feel/think of female employment in paid
employment in general. -
3. a. What do you think of female employees in this

establishment in general. ;m;;£2¢\\
\ e

7
2 AN

//1_)()‘//\\:‘ .\,‘:

/ 7 ]/. N \\

4. Job performance (to make subjecﬁivb assessment of

b, Any difference compared to men:

. \.

men/women. o

5., Do you think there is any particuIérfjégyi; this

establishment that a man pr a woman should not do?

6. a. Whether he is conscious of gender discrimination
per se in ' the establishment in terms of -
pay/promotion/hiring/training/firing etc.

b, If Yes, is this justifiable? |

7. Whether he/she thinks the present system is perfect, if

not suggested amendments.

8. a. Does he/she believe in supports for women?

b. Which kind?

9. His/her own attitude to women working in this
establishment.

10, Where a man and a woman are prima facie qualified for

a job whom will he/she like to employ.
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