ACU Journal of Social and Management Sciences				AJSAMS			Vol 5/No1 April 2024

GENDER AND LEADERSHIP POSITIONS IN NESTLE NIGERIA PLC, OGUN STATE, NIGERIA                                       
                                       						ONI Temidayo Taiwo
Abstract: Gender discrimination, especially against women, remains a longstanding challenge in virtually all facets in Nigeria. This study was carried out to investigate the criteria for appointing staff into leadership positions in Nestle Nigeria Plc, a leading beverage specialty Company in Nigeria, and determine if gender was an overriding factor among the criteria. Descriptive research design was adopted with questionnaire as the choice instrument. 120 copies of a questionnaire with open and close ended items were administered on the Management staff of Nestle Nigeria Plc and 115 were correctly attended to and 5 were defective. In analyzing the generated data, data analytical procedures of table and percentages were used for classification of data. Findings revealed that gender does not play any significant role in the appointment of staff into leadership positions in the Company and that criteria for appointment into leadership positions are qualifications, requisite experience, transparency and positive track records. The study concludes that multinationals are becoming less discriminatory on the basis of sex and recommends that employees should continually undergo relevant training to further strengthen the concept of gender equality in private and public organisations.
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Introduction 
According to the WHO gender refers to the characteristics of women, men, girls and boys that are socially constructed. This includes norms, behaviours and roles associated with being a woman, man, girl or boy. However, in general, gender classification goes beyond male and female. The gender categorization acknowledges four sub-sets: male, female, neuter and common. There is another categorization which acknowledges men and women, transgender, non-binary, gender, agender, gender-specific, double-spirits, sex-specific, gender-speaking, gender-neutral and all-gender (McCarthy, Barnard, Thomson & Dainty, 2021).	Comment by DELL: Merge together and write restructure into paragraphs.
Leadership positions in Nigerian industries are predominantly male dominated. For instance, Olatunji, Akhagba and Laninhun (2016) found that leadership positions in journalism, public relations, and advertising are predominantly occupied by men. Oni (2021) also found that top publishing positions in the book publishing industry are largely dominated by men. Further supporting the importance of gender equality Seo-Young (2016) conducted an empirical analysis entitled "Does Gender Equality Promote Social Trust?" His findings concluded that gender equality enhances social trust. Gender equality is necessary for achievement and profit making in any social context and organization and those two hallmarks are prerequisites for development. The foregoing, thus, provided the basis for examining gender discrimination in the appointment of important leadership positions using Nestle Nigeria Plc., as a case study.	Comment by DELL: The sentence “Some studies have shown that leadership positions in the majority of Nigerian industries are male dominated” could be made more concise by saying “Leadership positions in many Nigerian industries are predominantly male-dominated.” The citation for Olatunji, Akhagba, and Laninhun (2016) could be more smoothly integrated into the sentence, such as: “For instance, Olatunji, Akhagba, and Laninhun (2016) found that leadership positions in journalism, public relations, and advertising are predominantly occupied by men.” 

Similarly, the citation for Oni (2021) could be integrated more fluidly: “Oni (2021) also found that top publishing positions in the book publishing industry are largely dominated by men.” The transition to Seo-Young’s study is somewhat abrupt; consider a smoother link such as: “Further supporting the importance of gender equality, Seo-Young (2016) conducted an empirical analysis entitled ‘Does Gender Equality Promote Social Trust?’ His findings concluded that gender equality enhances social trust...” The phrase “An empirical test. His conclusion is as follows:” feels incomplete, so restructuring it for smoother flow would help. 

Also, the sentence “Gender equality is necessary for achievement and profit making in any social context and organization and those two hallmarks are prerequisites for development” could be rephrased for conciseness: “Gender equality is essential for organizational success and profitability. These factors are also key prerequisites for broader social and economic development.” Lastly, the transition from the studies to the motivation for your research is a bit abrupt; a smoother transition would strengthen the connection, such as: “These findings highlight the ongoing gender disparities in leadership roles, motivating this researcher to investigate gender discrimination in leadership appointments at Nestle Nigeria Plc.”


Gender Discrimination
Gender discrimination is typically described as any conduct or action which leads to a person being treated unfavourably because of their gender (Heilman & Manzi, 2016). The subject of gender inequality or discrimination has always led to intense discussions and controversy. The argument always has been that the female is the one who is treated unfairly and who holds the filthy end of the stick. Many complaints concerning gender discrimination are expected to come from women, and the struggle for gender equality has traditionally come from them as well.
Indeed, the axiom from the former Mayor of Ottawa, Charlotte Whitton, which states thus:  "Whatever women do they must do twice as well as men to be thought half as good" can hardly be controversial given that the viewpoint was reinforced by social happenings all over the world. However, the gender discrimination problem is all embodied and it should be noted that there is almost a comparable volume of discrimination against males, as is the case for women (Manzi, 2019). Many males feel that discrimination against men is on the increase and is more important than in the last decade (Ruthig et al, 2017). 
Unjust rights between men and women based on gender roles, which lead to unfair treatment in life, are sometimes referred to as gender inequality alternatively known as sex discrimination. At the start of the 20th century, gender concerns had become so evident that the phenomenon was described as "one of the quickest, most significant societal transformations" (Wright & Rogers, 2009).
Three terms are used interchangeably to describe this societal problem: sexuality, gender inequality and gender discrimination and the problem is everywhere. Gender issues have always been on the front lines in all facets of life: politics, administration, governance, organizations, families, social connections and so on.
The gender disparity problem is not limited to Nigeria alone and it is not a recent trend. As far back as 1963, when males were paid 1 dollar per hour in the USA, women received a meagre amount of 58 cents (Tran 2012). Gender inequality in Nigeria begins from birth. Parents are happier when a male offspring is born than when a female is born. In 2003, the MTN "Mama na boy" advertisement drew a great deal of protest from women because of its clear statement that a boy kid is preferred to a female.
The issue of gender discrimination in highly developed Western cultures like America is given as much attention as that of racial prejudice. In this light, Kreiger (1999) says that the "American people appear to value women's positions, whereas the Chinese prefer to think of higher men's authority in their lives".
The problem of gender inequality is omnipresent and omnipotent. In education, males have better opportunities to obtain Western education than women, particularly in some regions of Nigeria (Aja-Okorie, 2013). These concepts underlie the disgusting attitude that women are primarily cultural. For instance, in Nigeria, the girl child is assigned the care for housework, the wife is limited to the kitchen and the mother cares for the house and for her children and even for her married couples. Everything goes on while the male rests, drinks beer or watches TV. His only duty is to give the funds to manage the house, a task he shares with the wife lately.
Gender discrimination in workplaces, which is the focus of this study, is as severe as elsewhere. Women face barriers and difficulties in today's job climate (Wright & Rogers, 2009) And the problem in the private sector is as evident as in the public sector. Although a few industries in Nigeria use women heavily as teachers and nursing professionals, a majority reject them due to the alleged lack of strength, the necessity for women to be continually unemployed for reasons such as maternity leave and sick leave, etc.

Gender and Leadership Positions
In Nigeria, it appears that leadership roles in many organizations are largely held for men according to Reis and Hope (2019). According to them,
 Historically, leadership in Nigeria has been construed to be a male province based on African culture and tradition. As a result of this longstanding convention, females in leadership roles including education are subjected to different standards, which in effect constitute an effort to cast doubt on their ability and credibility (p. 1).   
Stereotypes can be considered to be interpersonal and intergroup judgment templates to meet motivating requirements in the social system (Laurin et al., 2011). They believe that it is the standardized idea employed by group members and that stereotypes are preconceived views of a group that match particular feats, attributes, shapes or features. Kliuchko (2011) describes gender stereotypes as a socially built category that identifies the psychological requirements, conduct and location of a person within society. He explains that preconceptions are "derived from constraints on information processing" (p. 118). Stereotypes are formed to hide ignorance, meet motivational requirements and provide the world with social structures. People, regardless of gender, have different qualities. Some vocations, however, are viewed as male or female. Self-stereotypes and gendered stereotypes attribute the role of women to the role of men.
Motherhood has a detrimental impact on female gender, because women with children have fewer chance of education and employment. In O’Neill’s words, "gender socialization that continues to stress the importance of women in the house might be contrary to education and employment achievement" (O'Neill, 2002). He further argues that productivity, a commitment to the labour market and employment are the fundamental causes behind the gender difference. O'Neill believes that women have invested less time in the labour market due to family obligations which has led to a reduction in skills and wages and to a widening of the "gender gap."
However, there are opposite viewpoints to the aforementioned claims "Women managers are more skilled, aggressive and powerful than male managers," according to Heilman, Block, and Martell as cited in Heilman (2001). Linehan and Scullion (2008) also believe that women are capable of excelling, by exhibiting male traits, in man-dominated organisations, only to retain their traditional function of supporting their spouses in order to avoid social and political constraints
One of the aspects of gender discrimination at work is the "maternal wall" (Heilman, 2001). This word refers to the management's attitude towards a woman who recently declared that she was or has returned from maternity leave or who has a flexible working schedule because she just gave birth. The prejudicial principle is that moms are not as competent as others, they are not as devoted to their careers, and they belong to their families since they can only be either excellent mothers or good employees.
Gender discrimination is very recognizable, depending on the various ways in which the identical efforts, attitude and behaviour of men and women are portrayed at work. Attributes that describe leaders or strong people are mainly male. It is often the case that what readily comes to mind when we think of competent and prominent leaders are males. On the other hand, a successful woman's image is seen and described in negative terms. Writing on this topic, Lamberti (2018) gave the following chart to show the discriminating adjectives in her thesis "Women in management and gender barriers: an empirical analysis of the European business industry".

	    He…
	She…

	…is forceful
	…is pushy

	…is assertive
	…is aggressive

	…strategies
	…manipulates

	…shows leadership
	…is controlling

	…is committed
	…is obsessed

	…is persevering
	…is relentless


Examples of stereotypical behaviour				Source: Lamberti (2018)
However, the foregoing may not be without some credibility. Some women exchange female characteristics for the sake of expressing skill by being aggressive, self-promoting and eager for power. Kliuchko (2011) suggests that male features reflect 'activity, dominance, self-confidence, aggressiveness, logical thought and capacity for leadership.' In contrast, their female counterparts are clearly characterized by "dependency, concern, worry, low self-esteem and emotionalism." 
Like all other social systems, the workplace has remained a theatre where discrimination between men and women occurs. As already mentioned, discrimination in the workplace is mostly for the benefit of the males, especially in manufacture industry according to Huang and Huang (2022).

Review of Previous Studies
Phillis (2000) conducted a theoretical study of three court case studies on "Sexual harassment at work." Her aim was to detect the many types of harassment that women encounter and the impact on them in their workplaces. Phillis observed that women were physically unnecessarily affected, physically favoured and exposed to vulgar and nasty sex jokes. All this naturally leads to physical suffering and leaves the victims with negative psychological repercussions.
Warth (2009) has published an article entitled "Gender Equality and the Corporate Sector." The study focused on how businesses may enhance their commitment to promoting gender equality inside their organisations. On the one side, the report discussed voluntary initiatives and corporate social responsibility for gender equality and on the other, legal measures. The research, which focuses largely on the European region, finds that employers cannot resolve on their own in the corporate market persistent gender disparities. It finds that a mix of encouraging, enabling, and binding policies is needed to improve equality between the sexes in the business sector.
Another study on gender discrimination at the workplace (Manzi, 2019) is critical to this study. The study covers the main variables that impact and lead to discrimination between women and men at work. Fifty copies of a questionnaire were floated in 30 women and 20 men from both the private and public sectors. The survey design was adopted. Three interviews with both senior management and first-line workers (two women and one male) were supplemented, in order to understand people's diverse perspectives about gender discrimination in different industries. The research revealed that women are unjustly treated in their occupations compared with males at work.
Chaudhuri (2006) conducted a study in the health industry. She conducted an exploratory study at four hospitals using a sample of 141 women between the ages of 20 and 59 were selected for three group interviews, 40 informal interviews, and 55 in-depth interviews. Her study showed that most infants and physicians have been subjected to sexual harassment. To make the matter worse, victims' concerns were addressed with levity.
Yasin et al. (2010) carried out a study entitled 'Gender Discrimination in Pakistan: a Confirmatory Factor Analysis Approach.' Data were largely gathered from the Labour Force Survey via a secondary source. The sample consisted of lower and higher levels of 14 and16 year-olds, with one million people in eighteen thousand nine hundred and twelve families. The research's main finding was that gender discrimination increased with time according to the amount of education, experience and organizational culture.
Katz (1987) undertook a study entitled "Sex discrimination in recruitment: The impact of organizational environment and the need for decision making approval" to see whether or not organizational climate influences recruitment. The study was carried out at a university. The sample comprised 160 men aged 24 to 25 years. The investigator constructed two fake, discriminating and non-biased settings. The participants were classified in two, according to job descriptions of vacancies and resumes of female and male candidates in the organization. A four-scale parameter was supplied to the participants for evaluating the summaries. The factors included hiring, wages, fitness and lifespan. The participants were requested to serve as managers and hire them. The results indicated that males have been given significant importance and value in biased hiring, wages, fitness and longevity organizations.
Barbezat and Hughes (2005) carried out a study entitled 'The effects of wage structures on gender pay gap in academia.' This study intended to determine if discrimination occurred in the pay structure of men and women via the 1999 faculty survey data. It was found that males earned 20.7% more than women with the same position and responsibilities.
Nasir (2005) carried out another study of vital importance in Pakistan, "An Analysis of Occupational Choice in Pakistan: A Multinomial Approach." The researcher relied on the data conducted by the Federal Statistical Bureau from Pakistan's Integrated Household Survey [PIHS (2001-2002)]. The data collected consisted of 14, 85 homes in two groups of regular salaries and salaried workers and self-employed workers. The findings of the survey and of the multinomial occupation log model showed that education had an important influence in selecting the job. Men have chosen jobs that pay excellent incomes and provide greater perks for them. The choice of a job affected women considerably as they had to seek for their families and children thus, they had less choices than males.
The study "Organizational Culture: Impact on women's employment performance" has been carried out by Irfan et al (2009). The research focused on the influence of corporate culture and environment on women's performance. Research was carried out in three sectors: education, banking and information technology. Stratified random sampling was utilized with three hundred females drawn from one hundred in each field. Hundreds and seven copies of the questionnaire were given to the samples questioning how corporate culture affects the performance of female employees. The conclusion was that the organizational environment played an essential impact in the performance of women's work.
Channar, Abbassi and Ujan (2011) carried out a study on "Gender discrimination and its influence on workers." The study report examined the gender discrimination amongst employees and their influence on employee satisfaction and motivation, commitment and enthusiasm and stress levels. Copies of a questionnaire were administered on 526 male and female personnel in the low, medium and high categories of public and private health and education services in the districts of Hyderabad and Jamshoro. Workforce gender discrimination was assessed by independent sample-testing. The study indicated that women in private organizations are discriminated against more than men. Therefore, the results demonstrate that women are discriminated against more in the private sector than in the public sector than men. The influence of discrimination based on gender on contentment and motivation, commitment and enthusiasm and stress levels was measured by coefficient correlation of the Pearson product time. The data demonstrate that gender discrimination reduces employee happiness, drive, dedication and passion and increases employee stress.
Vandello, Hettinger, Bosson, and Siddiqi (2013) have come up with an apparently working approach to assist parents establish an integrating culture and to guarantee that the equivalency of education ensures that everyone may meet their career objectives. Now women have a greater degree of education and experience. This recognizes or assumes that women are now equal to their males' educational counterparts.

[bookmark: _Toc79502046]Theoretical Framework
Role Congruity Theory
Alice Eagly and Steven Karau (2002) propagated the Role Congruity Theory. According to them, a theory of prejudice in the Role Congruity favours males in positions of leadership against women. A congruity of prejudice to women leaders argues that the perceived incongruity in the position of women leads to two types of bias: (a) perception of women as prospective leaders and (b) evaluation of behaviour, compliant with the requirement by a woman. One effect is that opinions about women are less positive than men and prospective leaders. Other effects include that it is harder for women to become leaders and succeed in leadership roles. Evidence from many study paradigms shows that these repercussions occur, particularly in settings when there is greater awareness that the female gender role and leadership responsibilities are incongruous.
[bookmark: _Toc79502047]Role Congruity Theory is based on the examination of the content of gender roles by the theory of social role and its relevance for the promotion of sexual differences (Eagly et al 2002). This hypothesis is highly important for this study since it anticipates the result of the research objective that male workers are greatly favoured for leadership positions.
Think Manager, Think Male Theory
Think Manager, Think Male hypothesis was advocated in a study released in 1996 by Schein, Ruediger Mueller, Terri Lituchy and Jiang Liu. Their viewpoint examines the link between sex role stereotypes and traits that are believed to be required for management success by 361 male and 228 female management students in Japan and China. The results showed that men and women in both countries perceived successful mid-level managers to be more typically ascribed to men in general than to women in general.
[bookmark: _Toc79502045]In addition, the results of the research carried out in America, Great Britain and Germany were compared to prior studies utilizing the same Schein 92-item Descriptive Index and similar samples and methodologies. The contrast reinforces the notion that a worldwide phenomenon is "think management, think male."
Ambivalent Sexism Theory
The study is grounded in the Ambivalent Sexism Theory, created in 1996 by a team of social psychologists Peter Glick and Susan Fiske and focussing on hostile and benign sexism. The theoretical basis of the ambivalent sexism (Glick & Friske, 1996, 1999, 2001) is that sexism has two subcomponents which are hostile and caring sexism. Hostile sexism reflects hostile or unfavourable gender assessments. One clear example is the fact that women are incompetent, less than men and weaker of both sexes. On the surface, benign sexism appears to favour the particular sex assessed on the surface, especially from the assessor's point of view. The idea that women should be protected by men is an example. Naturally, this is a comprehensive method to argue that women are the weaker sex. Gender roles are a strand of discrimination and are a "driver in supporting sexism," according to Glick and Friske (1996). The word patriarchy has also been used and defined as "male authority and structural control over political, judicial, economic and religious institutions." Gaunt (2013) reports that the ambivalent theory of sexism indicates that the personal ties between men and women lead to deep ambivalence. "The cohabitation of power gender disparities and significant dependency on the one hand, according to this idea, gives birth to hostile and benign views towards men and women," he says.
Although the notion that both men and women might be at the end of gender discrimination can hardly be contested, it is also not questionable that women suffer more from the societal threat than males. Gaunt (2013) states, in support of this perspective, that "wide studies of the power dynamics between men and women show that sexual asymmetry benefits males in many civilizations.”

Method
This study employed a descriptive survey design, using a questionnaire as the primary data collection instrument. The researcher modified and developed structured open and close ended items, which were administered on respondents. The open-ended items give room for unconstrained answers in the respondents’ words. The close-ended items help prevent blurry responses and paves way for rating responses. The measurement items including gender equality, leadership criteria, positions, etc. were assessed on a 5-point Likert scale with responses ranging between 1 and 5. The questionnaires were administered to 120 respondents on the Management staff of Nestle Nigeria Plc and 115 representing 96% were correctly filled and returned. The remaining five were defective and not usable for this study. Nestle Nigeria plc was purposively sampled for this research because of the cosmopolitan nature of the company, its length of existence in Nigeria (about 64 years), its status as one of the leading beverage companies in the country and the fact that it was easily accessible for the researcher which invariably reduced the cost of carrying out the research.

Results
Below are the findings of this study arranged in alignment with the objectives of the study.
RQ 1: asked whether gender discrimination is a factor in leadership appointments at Nestle Nigeria Plc
Data gathered did not reveal any strong agreement that gender was a factor for appointing staff into leadership positions in Nestle Nigeria Plc and disagreement was expressed by the majority or 70% of the respondents.








Table 1: Gender identity or sexual orientation affects appointment into leadership positions
	
	
	Frequency
	Percent

	Valid
	Strongly disagree
	36
	30.0

	
	Disagree
	48
	40.0

	
	Undecided
	16
	13.3

	
	Agree
	8
	6.7

	
	Strongly agree
	12
	10.0

	
	Total
	120
	100.0


Source: Field survey, 2024
Table 2 also corroborates Table 1 as 53% of respondents disagreed that gender is a factor for promotion. 

Table 2: Gender affects promotion
	
	
	Frequency
	Percent

	Valid
	Strongly disagree
	23
	19.2

	
	Disagree
	39
	32.5

	
	Undecided
	34
	28.3

	
	Agree
	9
	7.5

	
	Strongly agree
	15
	12.5

	
	Total
	120
	100.0


Source: Field survey, 2024
RQ 2: What are the criteria for the appointment into leadership positions at Nestle Nigeria Plc?
Data revealed the criteria for the appointment into leadership positions of Nestle Nigeria Plc as qualifications, requisite experience, transparency and positive track records.

Table 3. Relevant qualification is required for leadership positions
	
	
	Frequency
	Percent

	Valid
	Strongly disagree
	4
	3.3

	
	Disagree
	18
	15.0

	
	Undecided
	26
	21.7

	
	Agree
	42
	35.0

	
	Strongly agree
	30
	25.0

	
	Total
	120
	100.0


Source: self-field survey, 2024
From table 3 above, 60% of the respondents believed that qualification is a factor for appointing staff into leadership positions.
Open ended items in the questionnaire yielded experience, transparency and good track records as essential prerequisites for recruitment into leadership positions.	Comment by DELL: The results section provides a clear presentation of the study's findings, but it could be enhanced in several ways. First, the transition between the research questions and the presentation of data could be smoother; each research question (RQ) should be explicitly addressed before diving into the results. For instance, instead of immediately stating the findings, it would help to first introduce the question more clearly, such as “RQ 1 asked whether gender discrimination is a factor in leadership appointments at Nestle Nigeria Plc”. 

Additionally, the explanation of the tables could be more comprehensive—each table should be discussed in detail, including a brief interpretation of the key results. For example, while Table 1 shows the percentage of respondents disagreeing with the idea that gender identity or sexual orientation affects leadership appointments, a deeper analysis of why these findings occurred or how they relate to the broader context of the study would provide more insight. 

The phrase “53% of respondents disagreed that gender is a factor for promotion” in Table 2 could also be clarified, as it is not explained whether this finding is statistically significant or how it relates to the first table. Finally, while the open-ended responses provide valuable data on the importance of experience, transparency, and track records, the section would benefit from a summary of common themes or specific examples, offering a more detailed exploration of respondents’ views.


Conclusion and Recommendations
This study concludes that multinationals in Nigeria are becoming less discriminatory on the basis of sex in respect of promoting personnel into leadership positions and recommends that employees should continually undergo relevant training to further strengthen the concept of gender equality in private and public organisations.
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