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Abstract 

This paper is focused on women in academics with Ph.D degrees who were senior lecturers, 
associate professors and full professors in three universities who were selected and used for 
the study. The women were qualified and supposed to occupy leadership positions as heads of 
departments, deans of faculties, provosts and deans of colleges, and directors of institutes. 
The main objectives of the study were to discover and determine the barriers preventing the 
women from occupying leadership positions they should occupy, causes and effects of denials 
on the women and suggestions for rectification. Simple random sampling technique was used 
to select 300 respondents. Structured questionnaires, interviews and official documents were 
used to collect data. Out of 300 questionnaires distributed, 268 were retrieved and completed 
properly, thus, representing 89% response rate. Theoretical framework of analysis was social 
conflict theory of gender. For data analysis, SPSS version 22 chi-square statistics were used 
to test the hypothesis. The study revealed, among others, that ethnicity, socio-cultural 
stereotypes were significant barriers to the women occupying leadership positions. Concrete 
recommendations were made for improvement.  
 

 
Globally speaking significant studies have been made by many countries developed and 

undeveloped towards advancing the course of women equality. A current gender gap report from 
World Economic Forum (2011) reveals that Nordic countries namely Norway, Finland, and Sweden 
rank 1st to 4th positions respectively in gender-gap closing rate by the Forum. However, Gender 
Institution and Development (GID) also reveal that persistent discrimination and repression are 
mostly marked in Asia, Sub-Sahara Africa the Middle East and North Africa. Nigeria is within Sub-
Sahara Africa where persistent discrimination and repression of women also exist (Oyelaja 1992; Obi, 
1998; Obi 2016; and Longe, 2013) among others.   

In Nigeria various politics as well as views have been established in an attempt to foster 
gender equality and reduce gender-gap such as Sex Discrimination Act 1975; Equal Job Opportunity 
Act 1975; Constitution of the Federal Republic of Nigeria 1999. Longe (2013) examined the 
leadership attributes of men and women in higher occupational echelon and the inhibitory dynamics 
preventing female employees from achieving equal upward career mobility like their male 
counterparts in work organizations in Nigeria. This paper is an attempt to examine the barriers to 
women in academics occupying leadership positions in Universities in Edo State, Nigeria. 
 
Theoretical Framework of Analysis 
Social Conflict theory is used. The theory defines society in terms of the inherent struggle between 
dominant and subordinate social groups for scarce resources. Rooted in the ideas of Karl Marx, the 
social conflict, major proposition is that social problems emerge when the dominant groups (the 
bourgeoisie) by virtue of their position oppress the subordinate groups (the preliterate). Therefore, in 
applying the social conflict theory to barriers to academic women occupying leadership positions in 
the universities in Edo State, Nigeria, the research will examine the cause and effects of such 
barriers/denials on women, by the dominant group, the university authority/management, and suggest 
control measures to reduce the malaise anomaly in the system for sustainability, growth, and national 
development.  
 
Results and Data Analysis of the Study 
Socio-Economic Characteristics of the Respondents 
All the respondents 264 (100%) were females. Out of the seven (7) ethnic groups captured in the 
study, majority, 118 (44.0%) were Edo, followed by Igbo 71(26.5%), the least was Ijaw/Izon with 
5(1.9%). Statistical analysis further revealed that majority of the respondents 226 (84.3%) had worked 
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for 11 -20 years, only 2(0.7%) had worked for 31 years and above. Most of the respondents 216 
(80.6%) were promoted between year 2011 and 2017. For the present status, majority of the 
respondents 112 (41.8%) were senior lecturers. 
 
Leadership Positions Occupied, Gains and Challenges 
Data Analysis in Table 2 revealed that out of 268 respondents, 220 (82.1%) occupied leadership 
positions whereas, 48(17.9%) never occupied any. Those who occupied leadership positions gave 
their reasons as hard work; ethnicity/religious party affiliations; favoritism, and qualifications. 
Majority of the respondents, 98 (36.57%) occupied leadership positions. One hundred and thirty, 130 
(48.51%) were heads of department; 19 (7.0%) were deans; and 4(1.5%) were provosts. Forty-eight 
(17.91%) stated none, which is attributed to the respondents who never occupied any leadership 
positions.  
 
Gains of leadership positions included acquisition of experience; recognition, popularity, feeling 
good, sense of belongingness; encouragement, desire to do more, attending senate meetings, 
conferences and workshops. Majority of the respondents 130 (48.1%) stated acquisition of experience 
as their gains for occupying leadership positions. 
 
Challenges of leadership positions comprised time consuming of official duties and meetings; no 
time for recreation, relaxation with family members after office work, and publication of papers for 
promotion; insubordination of staff, colleagues and students; insufficient funds for books and 
stationery, equipment, construction and reconstruction works, maintenance, services and repairs. Most 
of the respondents/leaders 97 (36.19%) encountered the challenges of insubordination of staff, 
colleagues and students. (See Table 2 for further details). 
 
Table 1: Leadership Positions Occupied, Gains and Challenges 
 Frequency Percentage 
Leadership Positions Occupied   
Head of Department 130 48.51 
Dean 50 18.66 
Provost 4 1.49 
Director 17 6.34 
Coordinator 19 7.09 
None  48 17.91 
  100.00 
Gains of Leadership Positions   
Acquisition of Experience 130 48.10 
Recognition/Popularity 78 29.10 
Feeling Good/Sense of 
Belongingness/Recognition 

3 1.12 

Encouragement/Desire to do More/Attend 
Senate Meetings/Conferences/Workshops 

9 3.36 

None  48 17.91 
  100.00 
Challenges of Leadership Positions   
Time consuming/official duties and meetings 65 24.25 
No time for recreation, relaxation and  
publications 

20 7.46 

Insubordination of staff/colleagues/students 97 36.19 
Insufficient funds for books, stationery,  
Equipment, services and repairs 

38 14.18 

None  48 17.91 
TOTAL  100.00 

 
Source: Fieldwork March – May 2016 
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Table 2: Barriers of Women to Occupying Leadership Positions 
Barriers to Leadership Position (s)   

Rejected ethnicity/Non-religious 24 8.96 

Party affliction   
Socio-cultural 9 3.36 
Sex discrimination/and sexual Harassment   
Non-recognition/Nobody in the system 15 5.60 

No Barriers/No Response 220 82.09 

  100.00 
Losses for Barriers to leadership    
Discouragement/Frustration/Lack of 30 11.19 

Incentive for Growth, progress and 
achievement   

  

Develop negative attitude to  work 7 2.62 

Lost interest in Leadership positions  11 4.10 

No Barriers/No Response 220 82.09 

  100.00 

Source: Fieldwork March-May 2016 
 
Socio-Cultural Stereotypes about Women 

Gender issues are globally seen as women issues without realizing that men are also involved 
in gender issues. When people declare their biological sex as male or female, the corresponding terms 
for gender are “masculine” or “feminine” respectively.  
Masculine gender are perceived as “tough” especially in a patriarchy system where men are in control 
in all affairs within and outside the family, in all institutions and workplaces and outside the family in 
all institutions and workplaces because of their masculinity. Whereas women are subordinates, and 
perceived as weaker sex because of their femininity, only good as mothers, bearing and fearing 
children, caring for  husbands and relations and extended relations and confined in the home. Women 
are being oppressed, victimized, and discriminated against because of socio-cultural stereotypes 
which are man-made in patriarchy system.  
 
Table 3: Socio-Cultural Stereotypes 
  SA A U D SD 

 Variables Freq.(%) Freq.(%) Freq.(%) Freq.(%) Freq.(%) 

i A woman's place is in the home 100(37.3) 35(13.1) 10(3.7) 8(3.0) 115(42.9) 

ii Women who resist sexual harassment 
work extra-ordinarily hard to occupy 
leadership positions 

118(44.0) 56(20.9) 13(4.9) 52(19.4) 29(10.8) 

iii Women who are not recognized; who 
are ‘no body’ are not appointed to 
leadership positions. 

151(56.3) 58(21.6) 25(9.3) 17(6.3) 17(6.3) 

iv Men who do not like work for female 
boss; they tend to disobey rules and 
directives, make work difficult for 
her. 

152(56.7) 57(21.3) 24(9.0) 18(6.7) 17(6.3) 

 
SA – Strongly Agreed,  A – Agreed,  U – Undecided,  D – Disagreed,  SD –Strongly Disagreed. 
 
Fieldwork, March – May 2016 
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To determine the degree of agreement or disagreement of respondent on socio-cultural stereotypes as 
they affect women occupying leadership positions. Table 3(item i) shows that majority, 115 (42.9%) 
of the respondents “strongly disagreed” that woman’s place is in the home. This was closely followed 
by 100 (37.3%) respondents who “strongly agreed”. In addition to this, 35 (13.1%) respondents 
“agreed” in their opinions. This left the minority 10 (3.7%) and 8 (3.0%) respondents who were 
“undecided” and “strongly disagreed” that a woman’s place is in the home. 

Consequently, Table 3(item ii) examined the respondents’ opinions on whether women who 
resist sexual harassment work extra-ordinarily hard to occupy leadership positions. The results 
indicate that 118 (44.0%) respondents “strongly agreed” and (20.9%) respondents “agreed” to the 
question asked. Whereas (19.4%) and 29(10.8%) of the respondents “disagreed” and “strongly 
disagreed” respectively.The remaining 13 (4.9%) were “undecided”. This simply implies that a larger 
percentage 174 (64.9%) were affirmative in their opinions (strongly agreed and agreed) that women 
who resist sexual harassment work extra-ordinarily hard to occupy leadership positions. 
Table 3 (item iii) further investigated the respondents’ opinion on whether women who are not 
recognized, who are perceived as nobody are not appointed to leadership positions. Analysis of the 
result reveals that 151(56.3%) of the respondents “strongly agreed” that women who are not 
recognized and usually perceived as nobody are not appointed to leadership positions. Buttressing 
this, 58(21.6%) respondents “agreed” to the opinion. Twenty five (9.3%) of the respondents were 
“undecided” while 18(6.7%) and 17(6.3%) of the respondents “disagreed” and “strongly disagreed” 
respectively.  
Lastly, Table 3 (item iv) investigated the respondents’ opinions on whether men who do not want to 
work with female boss tend to disobey rules and directives and make work difficult for her. Data 
analysis indicate that 152 (56.7%) and 57 (21.3%) of the respondents “strongly agreed” and “agreed” 
in their opinions to the questionasked. This left 18(6.7%) respondents “disagreed” and 17(6.3%) of 
them “strongly disagreed” in their opinions while the remaining, 24(9.0%) of the respondents were 
undecided.  
 
Hypothesis Testing 
Hypothesis 1 (Ho):There is no relationship between women leadership position and ethnicity in 
universities in Edo State, Nigeria. 
 (H1):There is a relationship between women leadership position and ethnicity in universities in Edo 
State, Nigeria. 
 
Table 4:  Contingency Table for Women Leadership Position and Ethnicity in Universities in 
Edo State, Nigeria 

Ethnicity 
Present Status Total Pearson Chi-Square 

Senior Lecturer Associate 
Professor 

Professor χ
2(p-value) 

 

Edo 52 30 36 118 11.649a(0.474) 

Yoruba 6 3 9 18  
Igbo 30 22 19 71  
Ibibio 4 3 2 9  
Urhobo 15 16 11 42  
Hausa 3 0 2 5  
Izon 2 0 3 5  

Total 112 74 82 268  

a. 10 cells (47.6%) have expected count less than 5 
 
The Chi-square statistics measures the difference between the observed counts that would be expected 
if there were no relationship between two categorical variables. The greater the Chi-square, the 
stronger the relationship between the dependent and independent variables. From the result, χ

2(12) = 
11.649. A p-value of 0.474 shows there was no significant relationship between women leadership 
positions and ethnicity in universities in Edo State, Nigeria. Therefore the null hypothesis was 
accepted, whereas the alternative hypothesis rejected. 
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Hypothesis 2 (Ho): There is no relationship between women leadership position and insubordination 
of colleagues in universities in Edo state, Nigeria. 
(H1): There is a relationship between leadership position and insubordination of colleagues in 
universities in Edo State, Nigeria. 
 
Table 6: Contingency Table for Women Leadership Positions and Insubordination of 
Colleagues 
Present  
Status 
 

A woman's place is in the home Total  
Strongly 
Disagreed 

Disagreed Undecided Agreed Strongly 
Agreed 

χ
2(p-value) 

 

Senior 
Lecturer 

55 2 1 10 44 112 30.859a(0.000) 

Associate 
Professor 

31 1 8 16 18 74  

Professor 29 5 1 9 38 82  
Total 115 8 10 35 100 268  

a. 6 cells (40.0%) have expected count less than 5. 
 
The Chi-square statistics measures the difference between the observed counts that would be expected 
if there were no relationship between two categorical variables. The greater the Chi-square, the 
stronger the relationship between the dependent and independent variables. From the result, χ

2(8) = 
30.859. A p-value of 0.000 shows that there was significant relationship between women leadership 
position and insubordination of colleagues (A woman’s place in the home). Therefore, we reject the 
null hypothesis that there was no relationship, and accept the alternative hypothesis that there was 
relationship. 
 
Hypothesis 3 (Ho): There is no relationship between barriers to women leadership    positions and 
sexual harassment in universities in Edo State, Nigeria. 
  (H1): There is a relationship between Barriers to Leadership Positions and sexual harassment in 
universities in Edo State, Nigeria. 
 
Table 7: Contingency Table for Barriers to Women Leadership Positions and Sexual 
Harassment 

Barriers to leadership 
position 

Women who resist sexual harassment work extra-ordinarily 
hard to occupy leadership position 

Total  

        
Strongly 
Disagreed 

Disagreed  Undecided Agreed Strongly 
Agreed 

χ
2(p-value) 

 

Rejected ethnicity/Non-
religious/Party affiliation 

4 9  1 4 5  23 
16.343a(0.000) 

          
Socio-cultural 
Stereotypes/Sex 
Discrimination/and Sexual 
Harassment 

1 1  0 1 7  10 

 

          
Non-recognition/Nobody in 
the system 

1 3  0 8 3  15 
 

Total 6 13  1 13 15  48  

a. 12 cells (80.0%) have expected count less than 5. 
 
The chi-square statistics measures the difference between the observed counts that would be expected 
if there were no relationship between two categorical variables. The greater the chi-square, the 
stronger the relationship between the dependent and independent variables. From the result, χ

2(8) = 
16.343. A p-value of 0.000 shows that there was significant relationship between women leadership 
position and insubordination of colleagues. Therefore, we reject the null hypothesis that there was no 
relationship and accept the alternate hypothesis that there was relationship.  
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Discussion 
This study did not only discuss the qualities of good leadership, and the number occupying 

leadership positions, it explored the reasons for occupying the positions, gains, and challenges of 
women in the leadership position from their own personal experiences. The same processes were 
taken to examine the women who although qualified to occupy  leadership positions were denied the 
opportunities to occupy the positions by certain barriers set against them, why they denied the 
positions, and what they felt that they had lost by such denials were explored. These findings are 
additions to knowledge in the existing literature on gender studies. The paper tested three hypotheses 
with chi-square χ2 statistics.  
 
Conclusion 

Academic women barriers to leadership positions are observed-critical problems which 
attracted original research investigation in this area to determine the causes and effects on the victims, 
and proffer suggestions for rectification towards bridging the persistent gender-gap in the university 
system. Professors, Associate Professors and Senior Lecturers by their status, academic qualification, 
and experiences should occupy leadership positions as Heads of Departments, co-coordinator of 
programs, directors, deans and provosts. But out of 268 respondents, 220 occupied leadership 
positions whereas, 48 never occupied any leadership positions. Among the reasons for barriers/denials 
to leadership positions were rejected ethnicity, socio-cultural stereotypes, and non-recognition and 
people perceived as ‘nobody’ in the system. This is against Sex Discrimination Act (1975); 
Constitution of the Federal Republic of Nigeria, Fundamental Human Rights, and Federal Character 
1999, among others. This is a classical oppression of the subordinate group by the dominant group 
propounded by Karl Marx in his social conflict theory favourably applied in this research as 
theoretical framework of Analysis. 
In view of the above research findings, the following recommendations were made: 

i. Appointment to leadership positions should be on merit (103 respondents 38.43% made 
declarations); 

ii. Leadership positions should not be occupied on the basis of ethnicity, religious, party, 
favouritism, and friendship (69 respondents 25.75% made declarations);  

iii.  Sufficient funds should be provided for purchase of books, stationery, and equipment, 
construction and re-construction of dilapidated buildings such as lecture halls; maintenance, repairs 
and services (96 respondents 35.82% made declarations). 
If these recommendations are positively and effectively effected, they would help to minimize the 
existing gender-gap, agitation and confrontation, disparity, disunity, and negative attitudes to 
work;thus promote harmony, unity, peace and growth in the university system and sustainable 
national development.  
 
 

References 
Asaju K; &Adagba S.O. (2013).Women Participation InNational Development in Nigeria: The 

Imperative of Education. www.Britishcouncil.org/ed. 
 
Boserup, E. (1989). Women’s Role in Economic Development, London: Earthscan Publications. 
 
Bronstein, P; Slack. L; Plenning, J.L; and White A. (1989). Stepping Unto the Academic Career 

Ladder. How are Women Doing? In Women’s Career Development London: Sage 
Publications Limited. Pp 111 – 176.  

 
Constitution of the Federal Republic of Nigeria (1999). Chapter IV, Fundamental Human Rights 

Section 33 – 46,  
 
Coyle, A; and skinner, J. (1988).Women at Work: Positive Action for Change: London: Macmillan 

education Limited p. 31 
 

Professor Regina U. Obi 



7 

 

 

Knowledge Review Volume 37 No 1, July, 2018: ISSN 1595-2126 

Dex, S; (1985). The Sexual Division of Work: Conceptual Revolution  in the Social Sciences. 
Brighton, Wheatsheat.  

 
Fashoyin, T. (1992).Industrial Relations in Nigeria, Ikeja: Longmans.  
 
International Labour Organization (2005). A Global Alliance against Forced Labour: Global Report 

under the Follow Up to the ILO Declaration on Fundamental Principles and Rights at Work. 
Geneva: International Labour Office.  

 
Karl Marx. Theory of Social Conflict http://en.wikipedia.org.wiki 
 
Longe, J. Olukayode (2013). Women and the Leadership Paradigm.Bridging the Workplace Gender-

Gap in Nigeria. AFRREV LALIGES: An International Journal of Language, Literature, and 
Gender Studies. May, 46-61. 

 
McCcelland, SC; Atkinson, J.W; Clark, R.A. and Lowell, E.L. (1953).The Achievement Motive. New 

York. Appleton –Century-Crafts. 
 
Obi, R.U, (1998).Determinants of Career Mobility of Women in Selected Banks in Benin City.Ph.D. 

Dissertation, Department of Sociology and Anthropology. University of Benin, Benin City, 
208pp 

 
Obi, R.U. (2010) Gender and Society. Lagos: Sylva, Publishers. 214pp 
 
Obi, R.U. (2010).Industrial Sociology and Labour Relations, in Nigeria, Revised Edition, Lagos 

Sylva Publishers.  
 
Obi, R.U. (2016).Women in the Steel Industry in Nigeria. Scholar’s Press, Omniscruptum: 

Saarbrucken, 711pp. 
 
Ogie, E.E; Akhuetie, R.E; Dawodu, O.A; Obi, R.U. (2015). Nurturing Gender Equality: Its 

Implication for National Development. ILARD International Journal of Sociology.Vol. 1, No. 
1.http//www.ilardonline.org. 

 
Oyelaja, F.D. (1992). Nigeria Women in Management: A Comparative Analysis of Female Managers 

in Public and Private Organizations Ph.D Thesis, University of Ibadan pp. 1-233. 
 

Barriers to Academic Women Occupying Leadership Positions in Universities in Edo State, Nigeria 


